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One of the most critical responsibilities of the building principal
is that of giving leadership design, implementation, evaluation and re¬
designing of the total educational program for a given school during a
specific year. It becomes very clear that for one to do an effective job
of leadership, one must consider a large number of factors, among which
are the school climate, attitudes of teachers toward their work environ¬
ment and toward the building principal.
Several factors affect what happens in school organizations and im¬
pinge upon the environment within a local school:
1. Organizational esqjectations, real or perceived, affect individual
behavior and beliefs.
2. Part of the individual's energy is devoted to trying to adapt to
organizational realities and expectations of sijperordinates,
peer, and subordinates.
3. Although individuals have little control over the work environ¬
ment, they affect the development of the school organization.
4. In the school organization one must effectively deal with the
various motivations and orientations of the staff.
As the administrative staff considers organizational change, the
above mentioned conditions may be rather encouraging because of the posi¬
tive effect on individual behavior. However, change causes many staff
members to become threatened and defensive and apprehensive about working
as a part of the team. One reason for reluctance to change is the his¬
torical traditions of the school as expressed in policy statements, rules
and regulations, and the provincial curriculum of the elementary school.
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Teachers and staff personnel try to do what is ejqsected of them, however,
they must also maintain their own sense of right and wrong.
The prudent principal is aware that individuals have their own way
of thinking, feeling, conmunicating, and approaching problems. Therefore,
he works toward combining individual efforts to acccxnplish the goals and
tasks of the school. To insure total effect of the team effort, there
must be a camitment on the part of the staff to insure that the coopera¬
tive action is greater than the sum of the effects taken independently.
Rationale
Public education in America is in a period of transition. This fact
is evidenced by the many changes taking place in curricula desigis, grad¬
uation requirements and the hi^ rate of teacher turnover. These changes
are affecting the generic climate of the school. There is a movement
afoot in public education to go "back to basics." This is an effort to
restore respect to teachers and to insure that students are better equipped
to meet the basic educational requirements of society. It is the feeling
on the part of many teachers that building principals must be willing to
interact in a more positive way with the total staff in an effort to ini¬
tiate and implement the action plan for change.
When teachers decide to work as a team, they can accomplish the task
more effectively and play a significant role in the policy making deci¬
sions of the school. Of course, there must be a willingness on the part
of the principal to value diverse perspectives and merge them into the
overall action plan for change. This kind of openness on the part of the
principal sets the stage for cooperative action through out the school.
Although the principal may delegate authority and other duties to
subordinates, ultimately he is charged with the responsibility of the
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education of young people in the school environment. Once interdependence
toward a coinnon goal has been established, it is important for the prin¬
cipal to effectively communicate with the total staff in order that the
interaction will have optimal impact. This willingness among all staff
members to communicate in a manner that generates trust and credibility
with each other leads to a more effective education of the children and a
greater chance that they will achieve their maxiiniin potential.
It is with these thoughts in mind that this researcher decided to
undertake a stxxly concerning the relationship between selected reference
groups and elementary teachers' attitude toward their work environment.
Statement of the Problem
This study investigated the differences in elementary teachers' atti¬
tudes and influence relationships, on three grade levels: K-3, 4-5, and
6-7. This investigation analyzed ten factors that are found in the Purdue
Teacher Opiniomaire in null hypothesis form.
The Purpose of the Study
Teachers find themselves involved in a mixture of influence relations,
made up of significant groups vho have differing amounts of power. The
perception of this povier affects teacher satisfaction. The present study
investigates the perception of influence that teachers who work on dif¬
ferent grade levels perceive their principal to have on selected educational
variables and factors in the Atlanta Public Schools.
Specific questions for this study were:
1. How do teachers on different grade levels perceive the actual and
suggested influence relationships among selected educational vari¬
ables as measured by the Influence Relation Questionnaire?
2. How do teachers on different grade levels feel concerning selected
educational variables and factors as measured by the Purdue
Teacher Opinionnaire?
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3. How do the scores from the Atlanta teachers as measured by the
Purdue Teacher Opinionnaire conpare with the national scores of
the Purdue Teacher Opinionnaire?
4. What are the implications of these findings for future educational
administrations ?
Significance of the Study
The writer feels this study will be significant to administrators in
public and private schools throughout the nation in their efforts to re¬
tain good teachers. The educational literature p)oints consistently to the
fact that where teacher satisfaction is high, student achievement is high
and teaching is effective. Administrators may expect improved teaching
and learning in the classroom when they identify and eliminate conditions
which create teacher dissatisfaction with the school environment.
Education continues to be one of the chief means by which individuals
and groups seek to gain inclusion and advancement in the mainstream of the
American system. The type of education that one receives has a great deal
of bearing on what type of life one will lead and what type of contribu¬
tion one will make to his nation. In this regard, it is vital that each
individual in society receives the t3pe of equity in educational ejqseri-
ences that will prepare that individual to compete in society. Thus, a
healthy educational environment becomes very important.
Those teachers who resign also represent an incalculable loss. Of
greater importance is additional knowledge with respect to disenchanted
teachers who remain in their classrooms despite severe emotional and phy¬
sical tolls. It is the dissatisfied, troubled facility member vdio hurts
the educational program, students' development, and own career. It can be
hypothezied that teachers who are satisfied with their work environment
are more cooperative, less militant in their attitudes, less transitory.
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and in general, e^diibit a higher level of teaching effectiveness. In
light of these facts, a study of elementary teachers' attitudes toward
their work environment can yield impxDrtant data for educators.
Limitation of the Study
This study is limited to three hundred sixty-two (362) elementary
classroom teachers (K-7) from twenty-four (24) schools in Atlanta Public
School System during the 1979-80 school year. Five hundred twenty-four
(524) instrunents were distributed. The data gathering system used in this
study was the Purdue Teacher Opinionnaire and the Influence Relations Ques¬
tionnaire . The use of the questionnaire and the opinionnaire as data
gathering instrunents are limitations that must be controlled by the ap¬
propriate research nethodology.
The results of this study are based solely on responses made by
teachers included in this study.
Definition of Terms
The following are operational definitions that were employed in this
study:
1. Attitudes and opinions. Attitudes and opinions refer to how a
teacher thinks, sees and subsequently behaves toward a person,
idea or event. This concept will be qualified by teachers' re¬
sponses on the Purdue Teacher Opinionnaire (See ^pendix) which
includes the following ten factors:
Factor 1 — "Teacher rapport with principal" deals with the
teachers' feeling about the principal, his professional compe¬
tency, his ability to coimunicate, his interest in teachers and
their work, and his skill in hunan relations.
Factor 2 — "Satisfaction with teaching" pertains to teacher re¬
lationships with students and feelings of satisfaction with
teaching. According to this factor, the high morale teacher
loves to teach, feels competent in his job, enjoys his students,
and believes in the future of teaching as an occupation.
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Factor 3 — "Rapport among Teachers" focuses on a teacher's re¬
lationship with other teachers. The items here solicit the
instructor's opinion regarding the cooperation, preparation,
ethics, interests, influence, and COTipjetency of his peers.
Factor 4 — "Teacher Salary" pertains primarily to the teacher's
feelings about salaries and salary policies. Questions such as
the following illuminate this concept. Are salaries based on
teacher competency? Do they compare favorable with salaries in
other systems? Are salary policies administrated fairly and
justly and do teachers participate in the development of these
policies?
Factor 5 — "Teacher Load" deals with such matters as clerical
work, record keeping, comnunity demands on teacher time, extra¬
curricular load, and enrollment in professionally related
classes.
Factor 6 — "Curriculum Issues" refer to the effectiveness of
the curriculum.
Factor 7 — 'Teaching Status" sanples feelings about the prestige,
security, and benefits afforded by teaching. Several of the
items refer to the extent to vsiiich the teacher feels he is an
accepted member of the community.
Factor 8 — "Community sipport of education" deals with the ex¬
tent to which the community understands and is willing to sup¬
port a sound educational program.
Factor 9 — "School Facilities and Services" jjertains to the
adequacy of facilities, supplies and equipment, and the effi¬
ciency of the procedure for obtaining materials and services.
Factor 10 — "Community Pressures" gives special attention to
coimiunity ejqpectations with respect to the teacher's personal
standards, his participation in outside school activities, and
his freedan to duscuss controversial issues in the classroom.
2. Perceived Influence. Perceived influence is that amount of
power an individual believes another person or group has in ac¬
complishing goals. This concept is measured by teacher responses
on the Influence Relations Questionnaire: (See ^pendix)
a. Perceived teacher influence is operationally defined as the
teacher's response to the question: In general, how much
influence do you feel the teachers as a group in your school
have on how your school is run?
b. Perceived principal influence is operationally defined as
the teacher's response to the question: In general, how much
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say or influence do you feel the principal of your school has
on how your school is run?
c. Perceived supervision influence is ojjerationally defined as
the teacher's response to the question: In general, how much
say or influence do you feel the supervisors of your school
have on how your sch^l is run?
d. Perceived superintendent influence is operationally defined
as the teacher's response to the question: In general, how
much say or influence do you feel the superintendent has on
how your school is run?
e. Perceived area superintendent influence is operationally
defined as the teacher's response to the question: In gen¬
eral, how much say or influence do you feel your area super¬
intendent has on how your school is run?
f. Perceived board of education influence is operationally de¬
fined as the teacher's response to the question: In general,
how much say or influence do you feel the board of education
of your district has on how your school is run?
g. Perceived parents of children influence is operationally de¬
fined as the teacher's response to the question: In general,
how much say or influence do you feel the parents of children
in your school have on how your school is run?
h. Perceived citizens and interest groups influence is opera¬
tionally defined as the teacher's response to the question:
In general, how much say or influence do you feel citizens
and interest groups in your school district have on how your
school is run?
3. Work environment. Work environment is the individual schools
that were selected.
4. Teachers. Teachers are the persons directly in charge of the
individual classrocxns of the elementary schools utilized in
gathering the data used in this study.
5. Principal. Ihe principal is the individual in charge of the
selected elementary schools in this study.
6. Teacher's grade level. Teacher's grade level is the grade at
vchich the teacher spends most of his time teaching. (This con¬




This research was conducted using the following research procedures:
1. Permission to conduct the study was secured from the Atlanta
Public Schools' Research and Development Division.
2. A survey of related literature was conducted as a part of the
study.
3. Questionnaires were sent to 524 elementary teachers selected for
sampling. 362 instruments v^re returned.
4. The data collected through the instruments v^re tabulated, placed
on computer cards, and appropriate statistics were computed with
necessary tables. The primary statistics used to interpret the
data was the Statistical Pack^e for the Social Sciences.
5. The findings, conclusions, implications and recomnEndations frcm
the analysis and interpretation of the data viere presented.
Summary
There are many factors that affect vhat happens in a school organiza¬
tion. The school environment is believed to play a very important part in
making or providing an effective program for children.
This study investigates the affect of the relationship of elementary
teachers' attitudes and influence relationships on the vrork environment.
The Purdue Teacher Opinionnaire and Influence Relations Questionnaire
were used in gathering data for this study.
Specifically, the purpose was to investigate the perception of in¬
fluence that teachers vho work on different grade levels pserceive their
principal to have on selected educational variables and factors in the
Atlanta Public Schools.
This study will be significant and useful in helping to retain good
teachers vhich will result in improved teaching and learning in the class¬
room.
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This study is limited to three hundred sixty-two elementary classroon
teachers from twenty-four schools in the Atlanta Public School System dur¬
ing the 1979-80 school year. The study is also restricted to the infor¬
mation or data gathered by the Purdue Teacher Opiniormaire and the Influ¬
ence Relations Questionnaire.
Ihe terms used in the strriy are: attitudes and opinions, perceived
influence, work environment, teacher, principal and teacher grade level.
The normative survey research method was used for this study.
CHAPTER II
REVIEW OF RELATED LITERATURE
Educators and researchers agree that school climate characterized by
staff productivity, creative thou^t, and efficient and effective movement
toward the goals of the school organization, are important in decisiornnak-
ing. Sergiovanni and Starratt define school climate as the enduring char¬
acteristics which describe a particular school, distinguish it from other
schools, and influence the behavior of teachers and students; and on the
1
other hand as the "feel" which teachers and students have for that school.
It is difficult to give a real concrete meaning of school climate because
it is a matter of impression. Another meaning given by Litwin and Stringer
is as follows: School climate is "the perceived subjective effects of the
formal system, the informal 'style' of managers, and other Important envi¬
ronmental factors on the attitudes, beliefs, values and motivation of peo-
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pie vdio work in a particular organization."
Principals and teachers acknowledge the importance of school climate
when they speak of boosting morale, increasing staff involvement, and in
general, maximizing job satisfaction and productivity. Educational re¬
searchers have acknowledged the inportance by conducting a multitude of
studies which further reveal specific data reflecting the inpact of school
■hloomas J. Sergiovanni and Robert J. Starratt, Supervision Human
Perspectives, (New York: McGraw-Hill Book Company, 1979), p. 69.
2
George H. Litwin and Robert A. Stringer, Jr., Motivation and
Organizational Climate, (Boston: Harvard University, Division of Research,
Graduate School of Business Administration, 1968), p. 5.
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climate on job satisfaction and productivity and to further clarify and
describe the relationships between effective leadership style and positive
organizational climate. Certain schools free teachers and principals to
work more fully on educational matters; the principal takes a direct lead
in these matters when appropriate, but draws out the leadership talents of
others as well. This type climate gives teachers a feeling of acconplish-
ment, both with the tasks they perform and with the interpersonal relations
they experience. In schools \diere the principal enphasizes structure, sta¬
tus, assigned roles, position authority, vertical communications, and a
punitive system of rules and regulations, job satisfaction and performance
1 3were low.
School environment is a necessary link between organizational struc¬
ture and teacher attitude and behavior. George and Bishop found that
formal structural characteristics of the schools they studied had an impor¬
tant influence on the way in which teachers perceived the work environment.^
Teachers viewed a work environment characterized by interpersonal support
and cooperation, with emphasis on quality performance and creativity, as
one in which they experienced job satisfaction.
Several major questions exist concerning work environment. First,
what actually constitutes school environment? Second, what impact do
school environments have on morale and productivity, and, conversely, what
type effects does leadership style and other specifically definai organi¬
zational factors have on school climate.
3
Sergiovanni and Starrat, op. cit., p. 71.
^J. George and L. Bishop, "Relationship of Organizational Structure
and Teacher Personality Characteristics to Organizational Climate,"
Administrative Science Quarterly, vol. 16, p. 467, (1971).
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Any usable definition is, of necessity, basically conceptual. School
environment has been described as the overall or canposite variable \diich
intervenes between the structure of the school organization and the style
and other characteristics of leaders, and the performance and satisfaction
of teachers. Typologies and classification systems have been devised with
relation to school environment. Descriptions of school environment however
fail to inform principals vdiat intellectually specific directions to follow
in analyzing the perceived conception of his work style.
Among the most pessimistic findings on changes and perception are
those reported by Mort, which indicated that some educational change re¬
quired more than a century from the time the need to innovate is recognized
to the final diffusion of the innovation.^
Conversely, other investigations have viewed the situation somewhat
more optimistically. Miles observed:
That innovations are being promoted and installed, but
not on their merits. Considerable evidence indicates
that the nearly revolutionary change in our educational
system lack planning, integration, and evaluation. Many
changes are adopted only temporarily to be discarded
later. This frequently results in a return to the old
tried-and-true methods. The net change in innovations
actually integrated into the educational process is small,
and the tempo of the change process remains quite slow.®
Participation in organizational decision-making has become a major
concern of teachers. Belasco indicates the need centrality for participa¬
tion in organizational decision-making for public school teachers.^
P. Mort, "Studies in Educational Innovation from the Institute of
Administrative Research: An Overview" in M. B. Miles (ed) Innovation in
Education. (New York: Bureau of Publications, Teacher College, Columbia
University, 1964), pp. 317-329.
^M. B. Miles, (ed) Innovation in Education. (New York: Bureau of
Publications, Teachers College, Columbia University, 1964), p. 48.
^James A. Belasco, The Assessment of Change in Training and Therapy
(New York: McGraw Hill, 1970), pp. 63-64.
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Studies by Kahn and Katz substantiate the point that the opportunity to
g
participate provides the opportunity to influence.
French, Israel and Aas, in their Norwegian Factory ejqperiment, posited
a positive relationship between participation and job satisfaction. They
stated:
When management accords the workers participation in
any important decisions, it implies that workers are
intelligent, competent, and valued partners. Their
participation directly affects such aspects of worker-
management relations as the perception of time vali^d,
the perception of conrxon goals, and cooperation. It
satisfies such important social needs as the need for
independence. These satisfactions and in addition,
the improvements in their jobs that are introduced gthrou^ participation lead to higher job satisfaction.
They en^phasized that participation would increase job satisfaction
only to the extent that the given form of participation is considered legi¬
timate and not contrived.
Hoppock, as early as 1935, administrated four simple attitude scales
to 500 teachers, conbined the results and determined those items that dis¬
criminated between high and low scoring teachers. His results indicated
that the satisfied teachers enjoyed better relationships with superiors
and associates, showed less evidence of emotional maladjustment, and taught
10
in cities of above 10,000 in population. His most inportant conclusion
was that the relationship between principals and teachers appears to be
^Robert Kahn and David Katz, Leadership Practices in Relation to
Productivity and Morale, Group D^amics: Research and Theory (Evanston,
Illinois: Row-Peterson, 1953), pp. 38-AO.
9
John French, Jr., Joachim Israel, and Dagfin Aas, "An Esqjeriment
on Participation in a Norwegian Factory," Human Relations, XIII (1960),
pp. 77-78.
^^\obert Hoppock, Job Satisfaction (New York: Harper and Brothers,
1935), pp. 75-78.
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very important in determining the positive or negative attitudes teachers
have about their jobs.
In his research in over 200 school systems. Chase found that dynamic
and stimulating leadership by the building principal and the superinten¬
dent of schools was closely related to positive attitudes toward the work
environment. He also found that stimulating and helpful supervision as
well as community recognition of the professional status and competence of
the teacher were conducive to greater job satisfaction. Chase's study al¬
so indicated that active involvement in grouping and promotion of students,
preparation of curriculum, salary schedules, resulted in high opinions
11
among the teachers of their school systems.
In 1958, O'Connor discovered that the way teachers felt about their
superior showed the most consistent relationship with level of satisfac¬
tion. It was noted, also, that the happier teachers had more free time
away from the students during the school day and enjoyed more democratic
12
relationships with supervisors.
Research by Redefer in 1964 suggested that schools have ignored the
inprovement of interpersonal relations and communication which are signi¬
ficant factors in high morale. Freedcsn to express themselves and take a
part in decision-making are more important to the high morale of teachers
than salary adjustments. He also found no direct causative relation bet¬
ween morale and age, sex, marital status, experience, or training. He
stated that morale was hi^ when teachers felt personally committed to
TT
Francis S. Chase, 'Tactors for Satisfaction in Teaching," The Fhi
Delta Kappan XXXIIl (1951), pp. 276-277.
^^illiam O'Connor, "A Study of Seme Selected Factors Related to
Teacher Morale" (Doctoral dissertation, Cornell University, 1958), p. 1277.
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teaching, and low when the principal was nxDre concerned with his own sta-
13
tus than the growth of the faculty.
McLau^lin and Shea's study in 1960 ranked the 793 dissatisfactions
of elementary and secondary school teachers gathered throu^ group and
individual interview techniques. Elementary and secondary teachers pretty
much agree that excessive clerical work, inadequate salary and negative
student attitudes toward learning were among the chief dissatisfactions.
Elementary teachers were most dissatisfied with supervisory duties at
school, extra functions after school and inadecpoate equipment and facili¬
ties than secondary teachers. Secondary teachers were more p)eeved with
over-enrollment of classes, ineffective school discipline policies, and
14
faculty teacher-administration relationships than elementary teachers.
A study of hi^ school teachers' perceptions of principals' behavior
conducted by ^^th in 1973 found that the older and more experienced a
teacher was, the less conflicts he saw. The longer a teacher remains in
a school, the more that teacher will adapt to the organizational demands
of that environment. Younger teachers saw their principals more coercive
and authoritative and also perceived more conflicts than did their more
15
experienced colleagues. Carpenter did a study in 1971 on tall, medium
and flat public school organizations. They were tested for possible ef¬
fects on job satisfaction of teachers. This research took place in six
^^rederick Redefer, "Studies of Teacher Morale," School and Society,
(1964), pp. 63-64.
W. McLau^lin and J. T. Shea, "California Teachers' Job Dissa¬
tisfactions," California Journal of Educational Research II (1960),
pp. 216-224.
^^Rodney Muth, 'Teacher Perceptions of Power, Conflict and Consensus,"
Administrators Notebook XXI (1973), p. 4.
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Texas school systems. Conparisons between teacher groups in each of the
three structural types showed significant difference in job perceptions.
Although these differences were inconsistent in all areas tested, teachers
in flat organizations perceived greater satisfaction than their counter¬
parts in tall and medium organizational types in three areas: community
prestige, professional authority, and participation in determining schools
goals. Generally, the more administrative levels existing between higher
administrative positions and teaching positions, the more these positions
were perceived by the incumbents as restrictive, milaterized and formal-
. , 16
ized.
Speaking to the annual meeting of the National Association of Secon¬
dary School Principals in 1975, Commissioner of Education Terrell Bell
stated: "Pfy years in education have convinced me that principals are about
the most inportant people around . . .” Continually, one must stress the
importance of the role the local administrator and the kind of image pro¬
jected to the people he has been designated to lead.^^
The study of Baehr and Renck in 1958 supported the idea that the at¬
titude toward immediate supervision is of central importance in the struc¬
ture of employee satisfaction with the work environment. Attitude toward
immediate supervision in their research included both the human relations
18
aspect and the purely administrative aspects of the supervisor's job.
16
Harrell H. Carpenter, "Formal Organizational Structural Factors and
Perceived Job Satisfaction of Classroom Teachers," Administration Science
Quarterly (1971), p. 16.
^^Terrell Bell, NASSP Bulletin (Reston, Virginia: May, 1975), p. 13.
Baehr and R. Renck, "Instructional Supervision," Educational
Leadership, (February, 1959), p. 56.
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The research done by Belasco and Alutto in 1970 sipported the view
that less satisfied teachers attributed more current influence to the
superintendent than did the more satisfied teachers. The centralization
of influence in the superintendent's office may be associated with less
teacher decision-making vAiich appears to be a major factor in teacher
satisfaction according to the writers. They discovered that those teachers
ejqseriencing highest levels of satisfaction also reported less job tension
19
and less militant attitudes.
The report from industry of Khan and Katz emphasized the point that
if first line administrators or supervisors are not given adequate freedom
or authority they will not be able to exert meaningful influence on the
environment. Administrators without this freedom will be ineffective in
dealing with employees regardless of their human relations skills. They
found that in companies vhere employees' attitudes toward their work en¬
vironment were high, the employees considered their sup)ervisors to be
influential.
A study condxjcted by Pelz in 1950 with the Edison Ccxnpany showed that
a supervisor's influence or povser within the department does "condition"
the way his supervisory behavior affects employee attitudes. He conclixied
that the supervisory behavior of "siding with employees" and "social close¬
ness to employees" tended to raise employee satisfaction only if the super¬
visor had enou^ influence to make this behavior pay off in terras of actual
benefits for employees. According to the findings of Pelz's study, if an
influential supervisor attenpts to help employees achieve their goals, his
efforts will lead to success. Real results will be achieved and therefore
Jo
Belasco, op. cit., p. 64.
20
Kahn and Katz, op. cit., p. 40.
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employee satisfaction will rise. If a supervisor without influence tries
to achieve the same results, his efforts often fail: employee expecta¬
tions will be frustrated, and consequently their satisfactions will rise
and may even fail.^^
In a study concerning the public schools, Homstein, Callahan, Finch,
and Benedict studied the relationship between teacher satisfaction and their
perceptions of the extent to vdiich teachers could influence certain aspects
of organizational decision^nakLng and their perceptions of their supervi¬
sor's source of influence over teachers. For their investigation, question¬
naire data were collected from 325 primary school teachers in fourteen
different schools. Three areas of interest were included in the question¬
naire: (1) the perceived distribution of influence within the organization;
(2) the bases of social power; and (3) the teachers' evaluations of the
school system in terms of their satisfaction with the principal and their
22
perceptions of students' satisfaction with the performance of teachers.
Homstein revealed that teachers reported greatest satisfaction with
their principal and school vhen they perceived that they and their princi¬
pals were mutually influential, especially vdien their principals' power to
influence comes frcm their perceiving him as an ejqpert. An examination of
the data from this research indicated that when teachers perceived their
principals' level of influence to be high, they were likely to think of
23
their own level of influence to be hi^.
21
Donald C. C. Pelz, "Influence: A Key to Effective Leadership in the
First-Line Supervisor," Personnel (1952), pp. 209-217.
^^Harvery Homstein, D. M. Callahan, E. Finch, and B. A. Benedict,
"Influence and Satisfaction in Organizations: A Replication," Sociology
of Education (1968), pp. 380-389.
^^Ibid., p. 387.
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The role of the elementary school principal in today’s educational
world is increasing in complexity. It never was a sinple role. From the
start, when all it meant was extra duties for the "head teacher," the ex¬
pectations of boards of education, superintendents, and parents have been
demanding. Parents viewed the principal as some kind of all-knowing being,
endowed with great authority. This mantle has always been nervously worn.
Superintendents and boards on the other hand more frequently viewed the
position as seme kind of glorified clerk. This did not do much for the
self-concept of the principals either. The position has developed to the
point vdiere it is now one of the most inportant in the school system, oc¬
cupied by neither paragons of leadership nor Uriah Keeps. The former are
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hard to find; the latter are no longer desired by most superintendents.
Elementary schools vary in size and complexity of course. Similarly,
the role of the principal and organizational and cemtnunity ejqjectations
may vary frem place to place, but the functions performed successfully by
mortals. The necessary human, conceptual, and technical skill of how to
operate with a faculty can be learned.
Regarding this point, Drucker wrote:
Service institutions can, no more than businesses, de¬
pend on supermen or lion tamers to staff their managerial
and executive positions. There are far too many insti¬
tutions to be staffed. It is absurd to esqpect that the
administrator . . . would be a genius or even a great
man. If service institutions cannot be run and managed
by men of normal . . . (ability); if, in other words, we
cannot organize the task so that it will be done ade- 25
quately by men viho try hard, it cannot be done at all.
O /
bamuel E. Bratton, Jr., "A Study of Role Conflict Among Elementary
School Principals and its Relationship to Organizational Climate and
Central Office Evaluation Procedures" (Unpublished doctoral dissertation,
University of Tennessee, 1973), p. 56.
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Peter F. Drucker, Management. (New York: Harper and Row Publishers,
1974), p. 139.
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A new role of the elementary principal is that of educational engi¬
neer—a person vdio makes the school climate a positive and productive one.
Some elementary schools are "uptight places," frau^t with frustration
for children and teachers alike.
Ihe principal sets the tone and standard for the elementary school
and there is good research from v;hich to conclude this. Goldhaiimer and
Becker, for example, reporting a study of more than 3(X) elementary prin¬
cipals representing every state in the IJhited States concluded:
In schools that were extremely good we inevitably
found an aggressive, professionally alert, dynamic
principal determined to provide the kind of educa- 25
tional program he deemed necessary, no matter what.
Goldhammer and his associates examined the status of the elementary
principalship early in the 1970's, conducting wide-ranging interviews
with principals throughout the nation and reviewing the spectrum of con¬
ditions existing in elementary schools. Elementary schools that were
outstandingly good were labeled "beacons of brilliance"; those that were
extremely poor were called "potholes of pestilence." They found both
kinds of schools throughout the nation in all types of settings, but in
their judgment, not a sufficient number of beacons.
The potholes of pestilence invariably suffered frcsn weak leader¬
ship. The buildings were dirty and in disrepair, teacher and student
morale were low, and fear was the basic control strategy. "The schools
were characterized by unenthusiasin, squalor, and ineffectiveness. The
27
principals are just serving out their time.
Keith Goldhamner and Gerald L. Becker, "What Makes a Good Elementary
Principal," American Education, V 1, 3 (^xril, 1970), p. 11.
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Keith Goldhammer, et al.. Elementary School Principals and Their
Schools (Eugene, Oregon: Center for the Advanced Study of Educational
Administration, University of Oregon, 1971), p. 1.
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Such conclusions and descriptions are not limited to the Goldhanmer
study. In a 1970 report on innovation and change in American public
school systems, Peterfreud Associates reached many of the same conclu-
28
sions. Among other conditions these researchers found as correlative
innovation and change was effective school building leadership. They
concluded that "the school system must have principals who are in tune
with the district's objectives and vho are skilled at involving and moti-
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vating their teachers." Moreover,
Innovative principals identify their roles in terms of
educational leadership, and of creating an environment
for learning. They are less concerned with tradi¬
tional administrative routine. Leadership Implies
good ccsnriLinication with staff, the students and
ccsimunity, and these principals have a communication
system which allows information and ideas to flow vp
and dovn the lines. Often they have to be ingenious
to overcome limitations in the size of their staff
and the restriction of their time."^
The study of the relationship of principal behavior and administra¬
tive style to a productive school climate is not a recent phencsnenon.
Probably the best known studies are the highly respected inquiries con¬
ducted by Halpin and Croft in the late 1950's and early 1960's. Halpin
and Croft developed an instrument to portray the organizational climate
of an elementary school. Climates, "identified by their Organizational
Climate Descriptive Questionnaire (OCDQ), range from 'Open' on the posi¬
tive or productive end of the scale to 'closed' on the negative or
28
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non-productive end.” The instrument examines the nature of the inter-
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action between principals and teachers.
Halpin and Croft posit two dimensions to organizational climate:
work group characteristics and leader behavior. Developing out of much
previous research depicting the successful administrator as one concerned
about both organizational task and goal achievement and personal needs
satisfaction of workers, the OCDQ taps both of these dimensions. In
schools where both task and personal needs are addressed positively the
organizational climate is "open", change acceptant, productive, and adap¬
tive. Discussing this concept, Hughes states:
The operational definition given to open climate
emphasizes that this is a situation in which organi¬
zational members derive high levels of satisfaction
both from interpersonal relations with fellow workers
and from accoraplis^ng tasks assigned to them within
the organization.32
Further, he points out that:
One of the guiding assumptions of the work of Halpin
and Croft is that the most effective organizational
climate will be one in which it is possible for acts
of leadership to emerge easily frcxn whatever source-
An essential determinant of a school’s effectiveness
noted by Halpin and Croft was the ascribed leader’s
ability, or his lack of ability, to create a climate
in which he and other group members could initiate
and consummate acts of leadership. 33
The role of education engineer requires a principal who is able to
deal effectively with the human side of the educational enterprise while
^^Andrew W. Halpin and Don B. Croft, The Organizational Climate ^hools
(Chicago: Midwest A^nistration Center, University of Chicago, 1963), p. 78,
^^Larry W. Hughes, ’’Achieving Effective Hunan Relations and lytorale," in
Jack Culbertson et al., Performance Objectives for Sch(^l Principals.
(Berkely, California: ^Cutchan Publishing Corp., 1974), p. 138.
^^Ibid., p. 138.
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at the same time facilitating maximum organizational goal attainment.
"Production orientation" is critical to effective building leadership,
but a high quality product will not be obtained over the long haul unless
great attention is given to the needs and aspirations of the people—pupils
and staff—^vdio make up this organization.
Thus, within the leadership dimension of the principalship are two
roles: public relation’s specialist and educational engineer. One is an
"outside" role; the other occurs "inside" the organization. Ihe two are
discrete only for the purpose of discussion because they are interelated—
one probably could not be carried out well if the other was unattended to.
Ellett and Walberg recently reviewed investigations of school cli¬
mates. Although a great deal of administrative research on school cli¬
mates has been carried out utilizing instruments such as the Leader
Behavior Description Questionnaire and the Organizational Climate Descrip¬
tion Questionnaire, only two studies have shown linkages between the
34
school climate or staff morale and student outcones. Couflan and Ckxjk
administered the School Survey, a measure of the morale of the teaching
staff in schools that were making esceedingly high or exceeding low gains
among samples from a universe of approximately 400 public schools in
Chicago. Iheir work shows that teachers in schools with the greatest
achievement gains perceived their schools as being more educationally
effective, and perceived themselves as having more constructive supervi¬
sory relations with the principal, closer community contact and a greater
voice in the educational program than did teachers in schools with the
Ellett and H. J. Walberg, "Principal Competency and School
Climate," in H. J. Walberg, Educational Environments and Effects: Evalua¬
tion, Research ^d Policy (Qiicago: National Society for the Study of
Education, 1979), p. 68.
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lowest achievement gains. Subsequent research in Georgia on this survey
instrument demonstrated significant correlations of teacher perceptions of
the staff morale with student perceived school climate and student achieve¬
ment when school attendance, social-economic status and school size were
statistically controlled.
Subsequent research, as reported by Ellett and Walberg, has been
carried out at the University of Georgia on a large number of schools in
this state, shows that the principal appears to be the key figure in
generating and reinforcing staff morale in the school. This, in turn,
appears to influence the classroom climate, \diich in turn leads to greater
gains in student achievement. The Georgia research suggests that ebb and
flow of causal functioning runs between principal and teacher, teacher
and student. Although there are exceptions, the teacher mediates between
principal and students, and all three are influenced by factors external
to the school environment. The general association of greater principal-
student interaction with low student test performance and greater teacher
alienation may be attributable to external forces such as nei^borhood
family disruptions and associated school behavior problems that cause
teacher alienation and require direct principal interventions, or to such
internal leading problems as short circuiting teachers leading to poor
36staff morale and ultimately to low test performance by students.
In psychological terms, the principal requires information to per¬
ceive or diagnose the internal and external climate accurately; then the
principal formulates intentions that are thou^t to be likely to inprove
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R. Couglan and R. Cooke, "Teacher Morale," in H. J. Walberg (ed),
Evaluating Edi^ational Performance: A Sourcebook of Instruments, Methods,
and Ebcamples (Berkeley, California: McCutchan, 1979), p. 10.
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the climate, and behavior in ways that are likely to comnunicate or accom¬
plish these intentions. There is room for error and loss of information
at the stages of perception, intention and behavior, and parallel processes
in teacher and student can also be faulty. To gather adequate climate
information, to reflect carefully enough to arrive at the best intentions,
to determine optimal behaviors to accomplish such intentions, and to enact
or coirnunicate them with sufficient clarity may be costly in terms of
human time and effort. Obviously, selection perception, attention and
behavior are required in the chain of events preceding the principals im¬
pact on facets of staff morale, school climate, and student outcomes.
The work at the University of Georgia is highly pronising because it in¬
tegrates the many aspects of climate that bear ijpon student achievement,
such as principal competencies, staff morale, school and class climate,
and educational achievement and self-concept measures.
As noted by Brophy and Putnam, Baumrind provides a useful framework
for looking at teaching climates as well as group leadership styles and
parent behaviors. She classified leadership climates as authoritarian,
authoritative and permissive. These classifications are similar to those
used in previous studies of grocp leadership begun by Lewin and others,
except that the term "authoritative" is substituted for "democratic"
since most educational groups are called democratic are not really demo-
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cratic at all in the sense of majority rule.
Effective teaching climates are authoritative in the sense that the
teacher or parent, as Brophy and Putnam note:
has a position of authority and responsibility, speaks
as a mature and respxDnsible adult, and retains ultimate
37
D. Baumrind, "Current Patterns of Parental Authority," Developmental
Psychology Monographs, (1971), vol. 4, pp. 1-103.
26
decisioTunaking power. Rather than act in authori¬
tarian manner, however, authoritative leaders solicit
input, seek consensus, and take care to see that every¬
one is clear about the rationale for decisions as well
as the decisions themselves.
Braumrind showed that, compared to other children, the children of
authoritative parents showed the most advanced level of autonony, inde¬
pendence, confidence and self-concept. Brophy and Putnam cite evidence
that authoritative teachers produce higher levels of achievement, self-
concept and other educational outcomes than do teachers vdio take complete
responsibility for decision^naking or delegate it completely to the
others. The administrator, teacher and student assume joint responsi¬
bility for decision-making with respect to the goals of learning and the
39
means and rate by which they are accomplished.
Teacher perception of good staff morale or social-psychological cli¬
mate of the school are associated with large amounts of student learning;
specifically teacher perceptions that the educational program is effective,
of constructive principal-teacher relations, of effective ccximunity-
school interaction, and of a strong voice of teachers in the formation
and execution of the educational program are associated with student
achievement.
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J. E. Brophy and J. C. Putnam, "Classroom Management in the Ele¬
mentary Grades," in D. L. Duke (ed), Classrocan Management (Chicago:
National Society for the Study of Education, 1979), p. 40.
^^Ibid., p. 49.
^C. Ellett and H. J. Walberg, "Principal Competency and School
Climate," in H. J. Walberg, Educational Ehvironment and Effects: Evalua¬
tion, Research yid Policy (Chicago: National Society for the Study of
Education, 1979), p. 56.
CHAPTER III
Hypotheses and Research Design
Introduction
The purpose of this chapter is to state the research hypotheses and
the definitions of the major concepts. The population and sampled group,
sampling procedures and instninentation are also identified. The null
hypotheses and the test of significance utilized as well as the method
of analysis incorporated. This study investigates the association bet¬
ween elementary teachers’ attitudes and influence relationships as they
affect the work environment.
The opinions and attitudes of teachers are measured by the Purdue
41
Teacher Opiniomaire Instrument developed by Bentley and Rempel. Ihe
ranking of the degree of influence selected reference groups have on how
the school is run, was accomplished throu^ the use of a influence re¬
lation questionnaire developed by Hornstein, Callahan, Fisch, and
Benedict.
Ihe data of this research are two kinds: primary data and secondary
data. The primary data include the responses to the attitudinal ques¬
tionnaire and opinionnaire. The secondary data are the literature that
has dealt with climate, attitudes and working conditions in tte world of
work.
R. Bentley and A. M. Remple, Purdue Teacher Opinionnaire (Vfest
Lafayette, Indiana Ibiversity Bookstore, 1970).
^^Harvey Hornstein, D. M. Callahan, E. Fisch, and B. A. Benedict,
"Influence and Satisfaction in Organizations: A Replication," Sociology
of Education, 1968), pp. 380-389.
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This researcher, while using the questionnaire and the opinionnaire
methods of data collection, was aware of the weaknesses inherent in these
two data gathering methods. Anastasi states that in any psychological or
attitudinal test there is the tendency for the respondent to choose an-
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swers that appear to be socially desirable. She calls this faking. To
control this phenomenon, extreme care was taken in selecting the instru¬
ments. Further, Black and Champion state that the questionnaire is sub¬
ject to various kinds of contamination frcm several sources, including
social desirability, anonymity, socioeconomic and edixational differen-
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tials, and so on. Still the questionnaire and opinionnaire are usefial
research tools, especially when one wants to gain information from a
large sample and economy is an issue.To encourage responses and to
control many of the v^aknesses in the questionnaire and opinionnaire
methods of data collection, the instruments were entirely anonymous to
discourage faking and to encourage honest responses to the items.
Research Hypotheses
The investigation of the 1st research question of this study was
conducted on the basis of the following:
Null Hypothesis I
There is no statistically significant difference in the perception
of influence that teachers who work on different grade levels per¬
ceive their principal to have on rapport with teachers.
/ ^■^Anne Anastasi, Psychological Testing, 4th ed. (New York: MacMillan
Publishing Co., 1978), p. 515.
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There is no statistically significant difference in the perception
of influence that teachers vho voork on different grade levels per¬
ceive their principal to have on satisfaction with teaching.
Null Hypothesis III
There is no statistically significant difference in the perception
of influence that teachers who work on different grade levels per¬
ceive their principal to have among teachers.
Null Hypothesis IV
There is no statistically significant difference in the perception
of influence that teachers vdio work on different grade levels per¬
ceive their principal to have on teacher salary.
Null Hypothesis V
There is no statistically significant difference in the perception
of influence that teachers vAio work on different grade levels per¬
ceive their principal to have on teacher load.
Null Hypothesis VI
There is no statistically significant difference in the fjerception
of influence that teachers viho work on different grade levels per¬
ceive their principal to have on curriculum issues.
Null Hypothesis VII
There is no statistically significant difference in the perception
of influence that teachers viho work on different grade levels per¬
ceive their principal to have on teaching status.
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Null Hypothesis VIII
There is no statistically significant difference in the perception
of influence that teachers who vork on different grade levels per¬
ceive their principal to have on community support of education.
Null Hypothesis IX
There is no statistically significant difference in the perception
of influence that teachers work on different grade levels per¬
ceive their principal to have on school facilities and service.
Null Hypothesis X
There is no statistically significant difference in the perception
of influence that teachers vcho work on different grade levels per¬
ceive their principal to have on community pressures.
Research Design
This research design was constructed in order to provide a vehicle
for the collection and interpretation of data in reference to the statis¬
tical differences of stated variables as viewed by the selected popun
lation. This design was formulated in reference to perceptions on the
null hypotheses. However, the functions of this design are as follows:
(1) It established the conditions for the comparison required by the
hypotheses within the study and (2) it enables the researcher through
statistical analysis of the data to make a meaningful interpretation of
the results of the study.
The null hypotheses were measured at the .05 level of significance
because this level is the most cormxonly used level in the field of educa¬
tion and the social sciences. This pnredetermined level of probability
will be the means of accepting or rejecting the null hypotheses. If the
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statistical mail hypothesis is rejected at .05 level of significance, it
indicates that the probability of the difference due to chance was .05 or
less. Only the principal was dealt with in the investigation of the
second research question.
Perception of Teachers pro Variables
How much weight (influence) 1. Teacher rapport
do you feel the following







Supervisor 4. Teacher salary










Citizen and and services
Interest Groups 10. Community pres-
sures
Population and Sample
The sample for this study was made up of 362 elementary school class-
rocan teachers (K-7 schools) from 24 schools in the Atlanta Public School
System. 524 instrunents vere passed out at the schools.
Ihe Atlanta Public School S5^tem had three administrative areas
(I, II, and III). Each area has a student population in excess of 20,000
but less than 25,000.
The researcher selected the elementary schools used in this study
on a random basis. Each of the schools was assigned a number. The twenty-
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four schools selected were chosen by numbers selected from the table of
random numbers.
Because all elements of the population responded to the question¬
naire at approximately a 62 percent rate, and rate of return appears to
be random in nature, it can be said that the 362 responses constitute a
random sample. In regard, this study is based on a random probability




Perceived influence of reference groups was determined by a tv^enty
item instrument adapted by Couglan from a questionnaire developed by
Homstein, Callahan, Fisch, and Benedict for their study of influence
relations and satisfaction in organizations. The Influence Relations
Questionnaire can be found in Appendix A. The instrument used in this
study involved eight major influence relations considered to be asso¬
ciated with the school environment. They consisted of the perceived
influence of: (1) teachers as a group, (2) principals, (3) supervisors,
(4) superintendent, (5) area superintendents, (6) board of education,
(7) parents, and (8) citizens and interest groups. Definitions of these
eight influence relations can be found in Chapter Three under definitions
of major concepts.
The instrument was arranged on a seven point scale ranging from the
lowest possible score of one to the highest possible score of seven
(12 3456 7). Four was the midpoint of the scale. Scores of one
through three were considered low rating scores (little or no influence)
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and scores of five through seven were considered high rating scores
(great deal of inflvience).
Purdue Teacher Opiniormaire
Assessment of opinions and attitudes was acccsnplished through the
use of Bentley and Rempel's Purdue Teacher Opiniormaire. The basic
factors in the teacher’s work environment were measured with this instru¬
ment. These were: teacher rapport with principal, satisfaction with
teaching, rapport among teachers, teacher salary, teacher load, curricu¬
lum issues, teacher status, caimmity support of education, school facil¬
ities and services, and ccMnnunity pressures. This instrument can be
found in Appendix B. Definitions of the ten factors can be found in
Chapter Three under definition of major concepts.
Reliability for the Purdue Teacher Opinionnaire has been established
in terms of Kuder-Richardson internal consistency coefficients ranging
frcm .79 to .98 with an overall coefficient of .96; and test-retest cor¬
relations that range from .62 to .88 for the factors and .87 for the
total score. Interfactor correlations range from .18 to .61 with a medium
correlation of .38 and appear to be sufficiently low to make factor scores
meaningful. The validity of the Purdue Teacher Opinionnaire has been
demonstrated in terms of peer ratings, principals' ratings, and differences
between schools (Bentley and Rempel, 1967).
Responses to statements in the instrument were indicated along a
four point scale. For example, item one stated: "Details, red tape,
and required reports absorbed too nsjch of my time." Agree, Probably
Agree, Probably Disagree, Disagree. When "A" agree was the keyed re¬
sponse, the wei^ts were A(4), PA(3), PD(2), and D(l). Vhen "D" disagree
was the keyed response, the wei^ts were: A(l), PA(2), PD(3), and D(4).
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Factor scores were obtained by summing the weights which had been assigned
to the item belonging to a given factor. Based on vAiether the item was
positively or negatively stated, each response was interpreted as either
’’more favorable" or "less favorable."
The instrument was administered with the permission of the principal
in each school. Ihe respondents were asked not to identify themselves on
the questionnaire. Directions for completing the questionnaire were
given by the principal. A teacher representative collected the instruments
and returned them by school mail to the researcher.
Method of Analysis
Teachers' ratings of perceived influence of various reference groups
regarding the way the schools are run, as well as data related to their
opinions toward ten factors in their work environment were recorded on
the instrument also.
After the data from the ten factors of the Purdue Teacher Opinion-
naire were manually scored, they were placed on a Fortran coding form
along with codes for each of the individual teachers. The complete in¬
fluence of each of the eight reference groups was recorded, ^pon com¬
pletion of the matrix of the data, the data were ke5q)unched on three
hundred sixty-two IBM cards representing each of the teachers in this
study.
Computer Program
The Statistical Package for the Social Science (SPSS) was selected
as the vehicle for data formation and computation. Ihis package is an
integrated system of computer programs for the analysis of social science
and educational data. SPSS allowed a great deal of flexibility in the
format of data. It provided the researcher with a comprehensive set of
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procedures for data transformation and file manipulation, and it offered
the researcher a large number of statistical routines used in education
and the social sciences. Finally, this package enabled the researcher
to perform his analysis through the use of conroon-language control state¬
ments and required no programming experience on the part of the user.
Statistical Treatment of the Data
The following statistical tools were incorporated for data analyses
and as a means for data interpretation:
1. Frequency Distributions — This gave a range of measurements
vihich indicated how the population responded to various items
on the inventory. This was displayed in terms of percentages
and proportions.
2. Analysis of Variance (MOJk) — This function is a measurement
of the ratio of observed differences. This ratio, called the
F-ratio, employs the variance of group means as a measure of ob¬
served differences among groi:ps.
3. Variability — Functions regarding variability described how
much relative similarity or variation exists among the nea-
sures in the distribution.
4. Chi-square Analysis — This function was used in answering
question number one in order to determine the significant dif¬
ferences. The .05 level of significance was utilized.
Summary
Chapter III is a presentation of the design and methods used in this
stixiy with respect to (1) the instrument, (2) the selection of the popu¬
lation, and (3) the treatment of the data.
The writer vised the Purdue Teacher Opinionnaire and the Influence
Relations Questionnaire as a means of gathering data from the teachers
involved in this study.
The total population consisted of 362 elementary teachers from
twenty-four schools.
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The data v;ere then coded, key-punched and computed with the SPSS
(Statistical Package for the Social Sciences). The .05 level of signi¬
ficance was utilized.
CHAPTER IV
Data Presentation and Analysis
Introduction
The focus of this investigation was to determine the affect of in¬
fluence relations and work attitudes on the work environment at the various
teacher grade levels within the elementary schools. Data information of
these concepts or concerns were gathered and measured in terms of the ten
factors on the Purdue Teacher Opinionnaire (PTO) and the concepts on the
Inflxience Relations Questionnaire. The PTO examined the work environment
in terms of crucial problems and tension vhich concern the elementary facul¬
ty and the adverse affect on staff morale. The questionnaire examined how
elementary teachers feel about influential groups within the school or¬
ganizational structure and environment.
In order to improve clarity and statistical understandings to the
presentation of this chapter, it is divided into three measurable topics
with a written analytical statement followed by charted data Information.
These topics are below:
1. Elementary Teachers Perceptions of Influence Relationships
2. Testing of Hypotheses
3. Comparative Analysis of Median Scores
Elementary Teachers Perceptions of Influence Relationships
The center focus of the educative process is to provide those chil¬
dren who enter the elementaiy instructional levels with an opportunity to
develop academically, porsonally and socially. There are many individuals
or groups who assist and influence the extent of this process inside and
outside the classroom environment. The groups in this study are listed








(F) Board of Education
(G) Parents of Children
(H) Citizens and Interest Groups
Elementary teachers perceptions of v\hat influence these groups have
or should have on elementary schools vere analyzed in this section. This
analysis involves the total school operation and not particular segments.
However, the influence on the performance of classroom activities will be
examined in terms of principals and teachers. The basis for both of
these analyses is the twenty questions on the Influence Relations Ques¬
tionnaire. Frequency distribution and percentages will be used for charted
data with the utilization of chi-square to determine the level of signifi¬
cance.
Each question was measured on a continuum ranging from one to seven
with one as the lowest point, four as the midpoint, and seven as the
highest point. Therefore, all scores between one and three vere consid¬
ered to be of a low rating with little or no influence. Conversely, all
scores betv<een five and seven were considered to be of a hi^ rating with
a great deal of influence.
As a matter of procedure, each question in reference to the afore-
mention groips will be stated first followed by a summary evaluation
statement and charted data information.
Perceptions of Teachers Influence (By Teacher Categories)
Question one: In general, how much say or influence do you feel the
teachers as a groi^ in your school have on how your
school is run?
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Elementary teachers feel that they have a great deal to almost neu¬
tral influence on the school operation at a 59.9 percent rate (n = 217)
and a neutral to little or no influence at a 18.3 percent rate (n = 66).
The midpoint or neutral influence had a 21.8 percent rate (n = 79).
Teachers in the K-3 grade group had the largest frequency distribution on
the 5-7 continuum: N = 41. Teachers in the 6-7 grade group had the
largest frequency distribution on the 1-3 continuun: N = 17.
Since the ccmputed value for chi-square (33.85) is greater than the
table value for chi-square (21.02) at the .05 level of significance with
twelve degrees of freedom, there is a significant difference among ele¬
mentary teachers on the power that they have in school operation.
Question two: In general, how much say or influence do you feel the
teachers as a group in your school should have on how
your school is run?
Statistical information in Table Two shows that elementary teachers
felt that they as a group should have more influence at a 91.5 percent
rate (n = 331) and a lesser influence at a 1.4 percent rate (n = 5). The
midpoint or neutral influence had a 7.2 percent rate (n = 26). Teachers
in the 6-7 grade group had the largest frequency distribution on the 5-7
continuum: N = 58.
Since the computed value for chi-square (12.91) is less than the
table value for chi-square (18.30) at the .05 level of significance with
ten degrees of freedom, there is not a significant difference among ele¬
mentary teachers on the power or influence they should have on the school
operation.
Perceptions of Principal*s Influence (By Teacher Categories)
Question three: In general, how much say or influence do you feel
the principal of your school has on how your
school is run?
TABLE ONE







3 4 5 6 7
Great deal
on influence
Teachers: K-3 3 7 14 27 25 41 4
Teachers: 4-5 5 6 7 36 37 21 7
Teachers: 6-7 2 5 17 16 54 23 5
TOTAL 10 (2.87o) 18 (5.0%) 38 (10.5%) 79 (21.8%) 116 (32.5%) 85 (23.5%) 16 (4.4%)
Chi-square = 33.85
Degrees of Freedom = 12
s
TABLE TWO







3 4 5 6 7
Great deal
of influence
Teachers: K-3 0 0 0 11 36 56 18
Teachers: 4-5 0 2 1 9 30 51 26
Teachers: 6-7 0 0 2 6 41 58 15
TOTAL 0 (0.0%) 2 (0.6%) 3 (0.8%) 26 (7.2%) 107 (29.6%) 165 (45.6%) 59 (16.3%)
Chi-square = 12.91
Degrees of Freedom = 10
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Elementary teachers felt that the principal has a great deal to al¬
most neutral influence on the school operation at a 90.6 percent rate
(n = 328) and a neutral to little or no influence at a 2.8 percent rate
(n = 10). The midpoint or neutral influence had a 6.6 percent rate
(n = 24). Teachers in the K-3 grade group had the largest frequency dis¬
tribution on the 5-7 continuum: N = 46.
Since the ccxnputed value for chi-square (23.42) is greater than the
table value for chi-square (21,02) at the .05 level of significance with
twelve degrees of freedom, there is a significant difference among ele¬
mentary teachers on the power or influence that the principal has in
school operation.
Question four: In general, how much say or influence do you feel the
principal of your school should have on how your
school is run?
According to the data information in Table Four, elementary teachers
felt that the principal should have more inflvKUce at a 92.8 percent rate
(n = 336) and a lesser influence at a 1.4 percent rate (n = 5). The mid¬
point or neutral influence had a 5.8 percent rate (n = 21). Teachers in
the K-3 grade group had the largest frequency distribution on the 5-7
continuum: N = 56.
Since the ccanputed value for chi-square (43.90) is greater than the
table value for chi-square (15.51) at the .05 level of significance with
eight degrees of freedcra, there is a significant difference among ele¬
mentary teachers on the power or influence the principal should have in
the school operation.
Perception of Supervisor's Influence (By Teacher Categories)
Question five: In general, how laich say or influence do you feel the
supervisor of your school has on how your school is run?
TABLE THREE







3 4 5 6 7
Great deal
of influence
Teachers: K-3 0 2 3 11 9 46 50
Teachers: 4-5 1 2 1 10 16 25 64
Teachers: 6-7 0 0 1 3 8 41 69
TOTAL 1 (0.3%) 4 (1.1%) 5 (1.4%) 24 (6.6%) 33 (9.1%) 112 (30.9%) 183 (50.6%)
Chi-square = 23.42











3 4 5 6 7
Great deal
of influence
Teachers: K-3 0 0 1 4 12 56 48
Teachers: 4-5 0 0 3 12 14 21 69
Teachers: 6-7 0 0 1 5 13 19 84
TOTAL 0 (0.0%) 0 (0.0%) 5 (1.4%) 21 (5.8%) 39 (10.8%) 96 (26.5%) 201 (55.5%)
Chi-square =43.90
Degrees of Freedom = 8
45
School supervisors, according to elementary teachers, have a great
deal to almost neutral influence on the school operation at a 53.3 per¬
cent rate (n = 193) and a neutral to little or no influence at a 33.7
percent rate (n = 122). The midpoint or neutral influence had a 13.0
percent rate (n = 47). Teachers in the K-3 grade group had the largest
frequency distribution on the 5-7 continuum: N = 43.
Since the computed value for chi-square (22.26) is greater than the
table value for chi-square (21.02) at the .05 level of significance with
twelve degrees of freedcxn, there is a significant difference among ele¬
mentary teachers on the power or influence that supervisors have in school
operation.
Question six: In general, how much say or influence do you feel the
supervisor of your school should have on how your school
is run?
The statistical information in Table Six shows that elementary
teachers felt that sr^rvisors should have more influence at a 46.1 per¬
cent rate (n = 167) and a lesser influence at a 36.1 percent rate (n = 131).
The midpoint or neutral influence had a 17.7 percent rate (n = 64).
Teachers in the K-3 grade group had the largest frequency distribution on
the 5-7 continuum: N = 38.
Since the computed value for chi-square (24.85) is greater than the
table value for chi-square (21.02) with twelve degrees of freedcxn, there
is a significant difference among elementary teachers on the power or
influence supervisors should have in the school operation.
Perceptions of Superintendent's Influence (By Teacher Categories)
Oiestion seven: In general, how much say or influence do you feel the
superintendent - has on how your school is run?
TABLE FIVE







3 4 5 6 7
Great deal
of influence
Teachers: K-3 5 8 16 16 20 43 13
Teachers: 4-5 7 19 17 19 14 31 12
Teachers: 6-7 11 13 26 12 12 26 22
TOTAL 23 (6.4%) 40 (11.0%) 59 (16.y/o) 47 (13.0%) 46 (12.7%) 100 (27.6%) 47 (13.0%)
Chi-square = 22.26
Degrees of Freedom = 12
TABLE SIX







3 4 5 6 7
Great deal
of influence
Teachers: K-3 3 10 12 22 27 38 9
Teachers: 4-5 5 13 30 21 17 27 6
Teachers: 6-7 7 14 37 21 13 25 5
TOTAL 15 (4.l7o) 37 (10.27o) 79 ( 21.87o) 64 (17.7%) 57 (15.7%) 90 (24.9%) 20 (5.5%)
Qii-square = 24.85




The school superintendent, according to elementary teachers, has a
great deal to almost neutral influence on the school operation at a 82.5
percent rate (n = 299) and a neutral to little or no influence at a 4.8
percent rate (n = 17). Teachers in the K-3 grade group had the largest
frequency distribution on the 5-7 continuum: N = 64. The midpoint or
neutral influence had a 12.7 percent rate (n = 46).
Since the computed value for chi-square (18.35) is less than the
table value for chi-square (21.02) at the .05 level of significance vd.th
twelve degrees of freedom, there is not a significant difference among
elementary teachers on the power or influence the superintendent has in
school operation.
Question eight: In general, how much say or influence do you feel the
superintendent should have on how your school is run?
Data information in Table Eight shows that elementary teachers
felt that the school superintendent should have more influence at a 72.3
percent rate (n = 262) and a lesser inflijence at a 7.4 percent rate
(n = 27). The midpoint or neutral influence had a 20.2 percent rate
(n = 70). Teachers in the 6-7 grade group had the largest frequency dis¬
tribution on the 5-7 continuum: N = 43.
Since the computed value for chi-square (34.79) is greater than the
table value for chi-square (21.02) with twelve degrees of freedom, there
is a significant difference among teachers on the power or influence the
school superintendent should have in the school operation.
Perceptions of Area Superintendent's Influence (By Teacher Categories)
Question nine: In general, how much say or influence do you feel your
area superintendent has on how your school is run?
TABLE SEVEN







3 4 5 6 7
Great deal
of influence
Teachers: K-3 1 2 3 9 15 27 64
Teachers: 4-5 1 3 2 12 8 36 57
Teachers: 6-7 3 1 1 25 13 25 54
TOTAL 5 (1.47o) 6 (1.77o) 6 (1.7%) 46 (12.7%) 36 (9.9%) 88 (24.3%) 175 (48.3%)
Chi-square = 18.35
Degrees of Freedom = 12
■p'
TABLE EIGHT








3 4 5 6 7
Great deal
of influence
Teachers: K-3 0 3 6 23 23 40 26
Teachers: 4-5 0 4 8 22 17 34 34
Teachers: 6-7 3 1 2 28 43 31 14
TOTAL 3 (O.87o) 8 (2.2%) 16 (4.4%) 73 (20.2%) 83 (22.9%) 105 (29.0%) 74 (20.4%)
Chi-square = 34.79
Degrees of Freedom = 12
51
Area superintendents, according to elementary teachers have a great
deal to almost neutral influence on the school operation at a 82.3 percent
rate (n = 298) and a neutral to little or no influence at a 5.8 percent
rate (n = 21). The midpxjint or neutral influence had a 11.9 percent rate
(n = 43). Teachers in the K-3 grade group had the largest frequency dis¬
tribution on the 5-7 continuum: N = 51.
Since the computed value for chi-square (20.09) is less than the
table value for chi-square (21.02) at the .05 level of significance with
twelve degrees of freedom, there is not a significant difference among
elementary teachers on the power or influence area superintendents have
in school operation.
Question ten: In general, how much say or influence do you feel your
area superintendent should have on how your school is
run?
Statistical information in Table Ten shows that elementary
teachers felt that area superintendents should have more influence at a
76.3 percent rate (n = 276) and a lesser influence at a 11.8 percent rate
(n = 43). The midpoint or neutral influence had a 11.9 percent rate
(n = 43). Teachers in the 6-7 grade group had the largest frequency dis¬
tribution on the 5-7 continuum: N = 53.
Since the ccxnpjuted value for chi-square (46.84) is greater than the
table value for chi-square (21.02) with twelve degrees of freedom, there
is a significant difference among teachers on the power or influence area
superintendents should have in the school operation.
Perceptions of the Board of Education Influence (By Teacher Categories)
Question eleven: In general, how much say or influence do you feel the
board of education of your district has on how your
school is run?
TABLE NINE







3 4 5 6 7
Great deal
of influence
Teachers: K-3 0 4 7 16 15 28 51
Teachers: 4-5 0 4 2 19 18 33 43
Teachers: 6-7 1 1 2 8 30 32 48
TOTAL 1 (0.3%) 9 (2.57o) 11 (3.0%) 43 (11.9%) 63 (17.4%) 93 (25.7%) 142 (39.2%)
Chi-square = 20.09
Degrees of Freedom = 12
V-n
TABLE TEN







3 4 5 6 7
Great deal
of influence
Teachers: K-3 0 3 5 19 28 45 21
Teachers: 4-5 3 3 10 13 30 24 36
Teachers: 6-7 1 1 17 11 53 29 10
TOTAL 4 (1.17o) 7 (1.97o) 32 ( 8.87o) 43 (11.97o) 111 (30.77o) 98 (27.17o) 67 (18.57o)
Chi-square = 46.84




According to elementary teachers, the board of education has a great
deal to almost neutral influence on the school operation at a 59.4 percent
rate (n = 215) and a neutral to little or no influence at a 22.1 percent
rate (n = 80). The midpoint or neutral influence had a 18.5 percent rate
(n = 67). Teachers in the 6-7 grade group had the largest frequency dis¬
tribution on the 5-7 continuum: N = 45.
Since the ccanputed value for chi-square (38.36) is greater than the
table value for chi-square (22.02) at the .05 level of significance with
twelve degrees of freedom, there is a significant difference among ele¬
mentary teachers on the power or influence the board of education has in
school operation.
Question twelve: In general, how much say or influence do you feel the
board of education of your district should have on
how your school is run?
Data information in Table Twelve shows that elementary teachers
felt that the board of ediacation should have more influence at a 57.1 per¬
cent rate (n = 207) and a lesser influence at a 20.4 percent rate (n = 74),
The midpoint or neutral influence had a 22.4 percent rate (n = 81).
Teachers in the K-3 grade group had the largest frequency distribution on
the 5-7 continuum: N = 42.
Since the ccxipated value for chi-square (44.53 is greater than the
table value for chi-square (21.02) with twelve degrees of freedom, there
is a significant difference among teachers on the power or influence the
board of education should have in the school operation.
Perceptions of Parents of Children Influence (By Teacher Categories)
Question thirteen: In general, how much say or influence do you feel the
parents of children in your school have on how your
school is run?
TABLE ELEVEN







3 4 5 6 7
Great deal
of influence
Teachers: K-3 1 8 30 17 12 23 30
Teachers: 4-5 4 3 14 24 15 28 31
Teachers: 6-7 2 3 15 26 21 45 10
TOTAL 7 (1.9%) 14 (3.9%) 59 (16.3%) 67 (18.5%) 48 (13.3%) 96 (26.5%) 71 (19.6%)
Chi-square = 38.36
Degrees of Freedom = 12
TABLE TWELVE







3 4 5 6 7
Great deal
of influence
Teachers: K-3 3 6 10 22 26 42 12
Teachers: 4-5 1 6 11 20 26 30 25
Teachers: 6-7 3 8 26 39 22 20 4
TOTAL 7 (1.9%) 20 (5.5%) 47 (13.0%) 81 (22.4%) 74 (20.4%) 92 (25.4%) 41 (11.3%)
Chi-square = 44.53




Parents of children according to elementary teachers have a great
deal to almost neutral influence on the school operation at a 40.9 per¬
cent rate (n = 148) and a neutral to little or no influence at a 29.9
percent rate (n = 108). The midpoint or neutral influence had a 29.3 per¬
cent rate (n = 106). Teachers in the K-3 grade group had the largest
frequency distribution on the 5-7 continuum: N = 40.
Since the computed value for chi-square (23.39) is greater than the
table value for chi-square (21.02) at the .05 level of significance with
twelve degrees of freedom, there is a significant difference among ele¬
mentary teachers on the power or influence parents of children have in
school of)eration.
Question fourteen: In general, how much say or influence do you feel the
parents of children in your school should have on
how your school is run?
In data information in Table Fourteen it is shown that elementary
teachers felt that parents of children should have more influence at a
64.6 percent rate (n = 234) and a lesser influence at a 14.7 percent rate
(n = 53). The midpoint or neutral influence had a 20.7 percent rate
(n = 75). Teachers in the 4-5 grade group had the largest frequency dis¬
tribution cm the 5-7 continuum: N = 41.
Since the conpater value for chi-square (27.18) is greater than the
table value for chi-square (21.02) with twelve degrees of freedcan, there
is a significant difference among teachers on the power or influence
parents of children have in the school operation.
Perceptions of Citizens and Interest Groups Influence (By Teacher Categories)
Question fifteen: In general, how much say or influence do you feel
citizens and interest groups in your school district
have on how your school is run?
TABLE THIKTEEN







3 4 5 6 7
Great deal
of influence
Teachers: K-3 6 14 14 27 40 11 9
Teachers: 4-5 5 14 16 33 27 11 13
Teachers: 6-7 2 24 13 46 20 13 4
TOTAL 13 (3.67o) 52 (14.4%) 43 (11.9%) 106 (29.3%) 87 (24.0%) 35 (9.7%) 26 (7.2%)
00
Chi-square = 23.39
Degrees of Freedom = 12
TABLE FOURTEEN







3 4 5 6 7
Great deal
of influence
Teachers: K-3 4 4 10 21 30 34 18
Teachers: 4-5 2 2 13 25 41 16 20
Teachers: 6-7 4 4 10 29 34 38 3
TOTAL 10 (2.8%) 10 (2.8%) 33 (9.1%) 75 (20.7%) 105 (29.0%) 88 (24.3%) 41 (11.3%)
Chi-square = 27.18
Degrees of Freedom = 12
60
According to elementary teachers, citizens and interest groups have
a great deal to almost neutral influence on the school operation at a
26.3 percent rate (n = 95) and a neutral to little or no influence at a
50.8 percent rate (n = 184). The midpoint or neutral influence had a
22.9 percent rate (n = 83). Teachers in the 6-7 grade group had the
largest frequency distribution on the 5-7 continuum: N = 19.
Since the computed value for chi-square (62.37) is greater than the
table value for chi-square (21.02) at the .05 level of significance with
twelve degrees of freedom, there is a significant difference among ele¬
mentary teachers on the power or influence citizens and interest groups
have in school operation.
Question sixteen: In general, how much say or influence do you feel
citizens and interest groups in your school district
should have on how your school is run?
According to the data information in Table Sixteen, elementary
teachers felt that citizens and interest groups should have more influence
at a 35.3 percent rate (n = 128) and a lesser influence at a 32.6 percent
rate (n = 118). Teachers in the K-3 grade group had the largest frequency
distribution on the 5-7 continuum: N = 48. The midpoint or neutral in¬
fluence had a 32.0 percent rate (n = 116).
Since the computed value for chi-square (40.01) is greater than the
table value for chi-square (21.02) at the .05 level of significance with
twelve degrees of freedom, there is a significant difference among ele¬
mentary teachers on the power or influence citizens and interest groups
should have in the school operation.
In order to determine the difference between actual and suggested
influences, the percentage chart was constructed. The chart contains
TABLE FIFTEEN








3 4 5 6 7
Great deal
of influence
Teachers: K-3 15 25 40 19 15 5 2
Teachers: 4-5 13 25 21 36 7 14 3
Teachers: 6-7 9 7 29 28 19 8 22
TOTAL 37 (10.27o) 57 (15.77o) 90 (24.9%) 83 (22.9%) 41 (11.3%) 27 (7.5%) 27 (7.5%)
Chi-square = 62.37
Degrees of Freedom = 12
TABLE SIXTEEN







3 4 5 6 7
Great deal
of influence
Teachers: K-3 8 11 15 29 48 9 1
Teachers: 4-5 7 11 13 46 28 12 2
Teachers: 6-7 20 6 27 41 15 12 1
TOTAL 35 (9.7%) 28 (7.7%) 55 (15.2%) 116 (32.0%) 91 (25.1%) 33 (9.1%) 4 (1.1%)
Chi-square =40.01




computed percentages for actual and suggested influences with a percent
difference. The percent difference was obtained by subtracting the actual
from the suggested in terms of the 5-7 points on the continuum.
According to the data information in Table Twenty-Two, positive per¬
centage relationships between the actual and suggested influences were
computed for supervisors, superintendent, area sijperintendents, and the
board of education. Negative influence relationships were confuted for
teachers, principals, parents of children and citizens and interest groups.
TABLE SEVENTEEN









Teachers 59.9 91.5 -31.6
Principals 90.6 92.8 -2.2
Supervisors 53.3 46.1 +7.2
Superintendent 82.5 72.3 +10.2
Area Superintendents 82.3 76.3 +6.0




Groups 26.3 35.3 -9.0
Influence of Teachers on Classroom Activities (By Teacher Categories)
Question seventeen: In general, vhen it comes to decisions that affect
the performance of their classrocra activities how
much influence do the teachers in your school have
on the principal?
Elementary teachers felt that they as a group have a great deal to
almost neutral influence on the principal decisions regarding classroom
activities at a 70.7 percent rate (n = 256) and a neutral to little or
no influence at a 13.5 percent rate (n = 49). The midpoint or neutral
influence had a 15.7 percent rate (n = 57). Teachers in the K-3 grade
group had the largest frequency distribution on the 5-7 continuim: N = 44.
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Since the computed value for chi-square (26.42) is greater than the
table value for chi-square (21.02) at the .05 level of significance with
twelve degrees of freedom, there is a significant difference among ele¬
mentary teachers on the influence they have on the principal decisions
regarding classrocxn activities.
Question ei^teen: In general, vdien it comes to decisions that affect
the performance of their classroom activities how
much influence should the teachers in your school
have on the principal?
Elementary teachers felt that they as a group should have more in¬
fluence on principal decisions regarding classrocm activities at a 83.9
percent rate (n = 304) and a lesser influence at a 2.3 percent rate
(n = 8). The midpoint or neutral influence had a 13.8 percent rate
(n = 50). Teachers in the K-3 grade group had the largest frequency dis¬
tribution on the 5-7 continuum: N = 51.
Since the conputed value for chi-square (18.28) is less than the
table value for chi-square (21.02) at the .05 level of significance with
twelve degrees of freedon, there is not a significant difference among
elementary teachers on the influence they feel they should have on the
principal decisions regarding classroom activities.
Influence of the Principal on Classroom Activities (By Teacher Categories)
Question nineteen: In general, vhen it ccmes to decisions that affect
the performance of their classroom activities how
much influence does the principal of your school have
with teachers in your school?
Principals according to elenentary teachers have a great deal to al¬
most neutral influence on them regarding classroom activities decisions
at a 88.0 percent rate (n = 319) and a neutral to little or no influence
at a 3.9 percent rate (n = 14). The midpoint or neutral influence had a
TABLE EIGHTEEN







3 4 5 6 7
Great deal
of influence
Teachers: K-3 2 2 4 19 39 44 11
Teachers: 4-5 5 3 9 25 39 31 7
Teachers: 6-7 0 3 21 13 42 34 9
TOTAL 7 (1.9%) 8 (2.2%) 34 (9.4%) 57 (15.7%) 120 (33.1%) 109 ( 30.1%) 27 (7.5%)
Chi-square = 26A2











3 4 5 6 7
Great deal
of influence
Teachers: K-3 0 1 1 17 29 51 22
Teachers: 4-5 1 0 2 22 29 44 21
Teachers: 6-7 1 1 1 11 14 63 31
TOTAL 2 (0.6%) 2 (0.6%) 4 (1.1%) 50 (13.8%) 72 (19.9%) 158 (43.6%) 74 (20.4%)
Chi-square = 18.28




8.0 percent rate (n = 29). Teachers in the K-3 grade groi^ had the
greatest frequency distribution on the 5-7 continuum: N = 63.
Since the ccxnputed value for chi-square (42.96) is greater than the
table value for chi-square (21.02) at the .05 level of significance with
twelve degrees of freedom, there is a significant difference among ele¬
mentary teachers on the influence principals have on them regarding
classroom activities decisions.
Question twenty: In general, when it comes to decisions that affect the
performance of their classrocsn activities how much
influence should the principal of your school have with
teachers in your school?
Statistical information in Table Twenty-One shows that elementary
teachers felt that principals should have more influence on them regarding
classroom activities decisions at a 88.9 percent rate (n = 322) and a
lesser influence at a 3.7 percent rate (n = 13). The midpoint or neutral
influence had a 7.5 percent rate (n = 27). Teachers in the K-3 grade
group had the largest frequency distribution: N = 63.
Since the computed value for chi-square (53.23) is greater than the
table value for chi-square (21.02) at the .05 level of significance with
twelve degrees of freedom, there is a significant difference among ele¬
mentary teachers on the inflijence principals shovild have on them regard¬
ing classroom activities decisions.
Testing of Hypotheses
This section will evaluate the opinions and attitudes of elementary
school teachers by utilizing the ten factors on the Bentley and Renpel’s
E*urdue Teacher Opinionnaire. These factors were: teacher rapport with
principal, satisfaction with teaching, rapport among teachers, teacher
salary, teacher load, curriculum issues, teacher status, community support
TABLE TOEOTY







3 4 5 6 7
Great deal
of influence
Teachers: K-3 1 1 3 10 17 63 26
Teachers: 4-5 2 0 4 19 26 31 37
Teachers: 6-7 1 0 2 0 27 43 49
TOTAL 4 (1.1%) 1 (0.3%) 9 (2.5%) 29 (8.0%) 70 (19.3%) 137 (37.8%) 112 (30.9%)
Chi-square = 42.96
Degrees of Freedom = 12
00
TABLE IWEOTY-ONE








3 4 5 6 7
Great deal
of influence
Teachers: K-3 0 2 2 10 20 63 24
Teachers: 4-5 1 0 4 17 24 29 44
Teachers: 6-7 0 0 4 0 43 39 36
TOTAL 1 (0.3%) 2 (0.6%) 10 (2.8%) 27 (7.5%) 87 (24.0%) 131 (36.2%) 104 (28.7%)
Chi-square = 53.23




of education, school facilities and services, and conmunity pressures.
Responses to each factorial statement were measured along a four point
scale according to Agree (A), Probably Agree (PA), Probably Disagree (PD)
and Disagree (d). When "A" agree was the keyed response, the weights
were A (4), PA (3), PD (2) and D (1). When "D” disagree was the keyed
response, the weights were A (1), PA (2), PD (3) and D (4). Factor
scores were obtained by sunning the weights which had been assigned to
the statements belonging to a given factor. Each response was interpreted
as either "more favorable" or "less favorable" according to the highest
percent score.
Each factor was stated in terms of a null hypothesis which is a state¬
ment of no statistically significant difference. The F probability level
wTill be used to determine whether or not the null hypothesis is accepted
or rejected. If the F probability is less than .05, the null hypothesis
is rejected and there is a significant difference. Conversely, if the F
probability is greater than .05 the null h5rpothesis is accepted and there
is not a significant difference. The analysis of variance was the state¬
ment tool used for this enuneration and interpretation.
Null Hypothesis I
There is no statistically significant difference in the perception of
influence that teachers vho work on different grade levels perceive their
principal to have on rapport with teachers.
Factor 1 — 'Teacher rapport with principal" deals with
the teachers' feeling about the principal, his profes¬
sional competency, his ability to communicate, his
interest in teachers and their work, and his skill in
human relations.
The total population gave 'Teacher rapport with principal" a less
favorable responce at a 58.0 percent rate (n = 210) and a more favorable
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responce at a 42.0 percent rate (n = 152). The K-3 grade group had a less
favorable response at a 53.7 percent rate (n =65) and a more favorable
response at a 46.3 percent rate (n = 56). The 4-5 grade group had a less
favorable iresponse at 53.8 percent rate (n = 64) and a more favorable
response at a 46.2 percent rate (n = 55). Finally, the 6-7 grade group
had a less favorable response at a 66.4 percent rate (n = 81) and a more
favorable response at 33.6 percent rate (n = 41).
According to the statistical data in Table Twenty-Two, the F pro¬
bability (0.0662) is greater than .05, therefore the null hypothesis is
accepted and there is not a significant difference within the total popj-
ulation with regards to teacher rapport with the principal.
TABLE TWENTY-TWO







Squares F Ratio F Prob.
Between Groups 2 2.7695 1.3848 2.736 0.0662
Within Groups 359 181.6733 0.5061
TOTAL 361 184.4428
Null Hypothesis II
There is no statistically significant difference in the perception of in¬
fluence that teachers vho work on different grade levels perceive their
principal to have on satisfaction with teaching.
Factor 2 — "Satisfaction With Teaching" pertains to
teacher relationships with students and feelings of
satisfaction with teaching. According to this factor,
the hi^ morale teacher loves to teach, feels competent
in his job, enjoys his students, and believes in the
future of teaching as an occupation.
The total population gave "satisfaction with teaching" a more favor¬
able responce at a 55.2 percent rate (n = 200) and a less favorable responce
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at a 44.8 percent rate (n = 162). The K-3 grade group had a nxDre favor¬
able respxDnse at a 60.3 percent rate (n = 73) and a less favorable response
at a 39.7 percent rate (n = 48). The 4-5 grade group had a more favor¬
able response at a 51.2 percent rate (n = 61) and a less favorable response
at a 48.8 percent rate (n = 58). Finally, the 6-7 grade group had a more
favorable response at a 54.1 percent rate (n = 66) and a less favorable
response at a 49.5 percent rate (n = 56).
According to the statistical data in Table Twenty-Three, the F pro¬
bability (0.2486) is greater than .05, therefore the null hypothesis is
accepted and there is not a significant difference within the total pop¬
ulation with regard to satisfaction with teaching.
TABLE TWENTY-THREE







Squares F Ratio F Prob.
Between Groups 2 1.3631 0.6815 1.397 0.2486
Within Groups 359 175.1213 0.4878
TOTAL 361 176.4844
Null Hypothesis III
There is no statistically significant difference in the perception of
influence that teachers who vrork on different grade levels perceive their
principal to have among teachers.
Factor 3 — "Rapport Among Teachers" focuses on a
teacher's relationship with other teachers. The items
here solicit the instructor's opinion regarding the
cooperation, preparation, ethics, interests, influence,
and competency of his peers.
The total population gave "Rapport among teachers" a more favorable
responce at a 70.2 porcent rate (n = 254) and a less favorable responce at
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a 29.8 percent rate (n = 108). The K-3 grade group had a more favorable
response at 76.9 percent rate (n = 93) and a less favorable response at a
23.1 percent rate (n = 28). The 4-5 grade group had a more favorable
response at a 65.5 percent rate (n = 78) and a less favorable response at
a 34.5 percent rate (n = 41). Finally, the 6-7 grade group had a more
favorable response at a 68.0 percent rate (n = 83) and a less favorable
respjonse at a 32.0 percent rate (n = 39).
According to the statistical data in Table Twenty-Four, the F pro¬
bability (0.0031) is less than .05, therefore the null hypothesis is re¬
jected and there is a significant difference within the total population
with regard to rapport among teachers.
TABLE TWENTY-FOUR







Squares F Ratio F Prob.
Between Groups 2 5.8358 2.9179 5.857 0.0031
Within Groups 359 178.8474 0.4982
TOTAL 361 184.6832
Null Hypothesis IV
There is no statistically significant difference in the perception of
influence that teachers \ho work on different grade levels perceive their
principal to have on teacher salary.
Factor 4 — "Teacher Salary" pertains primarily to the
teacher's feelings about salaries and salary policies.
Questions such as the following illuminate this concept:
Are salaries based on teacher competency? Do they com¬
pare favorably with salaries in other systems? Are
salary policies administrated fairly and justly and do
teachers participate in the development of these poli¬
cies?
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The total population gave 'Teacher salary" a less favorable response
at a 53.3 percent rate (n = 193) and a more favorable response at a 46.7
percent rate (n = 169). The K-3 grade group had a less favorable response
at a 52.0 percent rate (n = 63) and a more favorable response at a 48.0
percent rate (n = 58). The 4-5 grade group had a less favorable response
at a 54.6 percent rate (n = 65) and a more favorable response at a 45.4
percent rate (n = 54). Finally, the 6-7 grade group had a less favorable
response at a 53.3 percent rate (n = 65) and a more favorable response at
a 46.7 percent rate (n = 57).
According to the statistical data in Table Twenty-Five, the F probability
(0.8356) is greater than .05, therefore the null hypothesis is accepted
and there is not a significant difference within the total population
with regard to teacher salary.
TABLE TWENTY-FIVE







Squares F Ratio F Prob.
Between Groups 2 0.1657 0.0828 0.180 0.8356
Within Groups 359 165.4373 0.4608
TOTAL 361 165.6030
Hypothesis V
There is no statistically significant difference in the perception of
influence that teachers who work on different grade levels perceive their
principal to have on teacher load.
Factor 5 — 'Teacher Load" deals with such matters as
clerical work, record keeping, ccsimunity demands on
teacher time, extra-curricular load, and enrollment
in professionally related classes.
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The total population gave 'Teacher Load" a more favorable response at
a 77.0 percent rate (n = 279) and a less favorable response at a 23.0 per¬
cent rate (n = 83). The K-3 grade group had a more favorable response at
a 82.7 percent rate (n = 100) and a less favorable response at a 27.3 per¬
cent rate (n = 21). The 4-5 grade group had a more favorable response at
a 69.7 percent rate (n = 83) and a less favorable response at a 30.3 per¬
cent rate (n = 36). Finally, the 6-7 grade group had a more favorable
response at a 78.7 percent rate (n = 96) and a less favorable response at a
21.3 percent rate (n = 26).
According to the statistical data in Table Thirty-Six, the F proba¬
bility (0.0002) is less than .05, therefore the null hypothesis is re¬
jected and there is a significant difference within the total population
with regard to teacher load.
TABLE THIRTY-SIX







Squares F Ratio F Prob.
Between Groups 2 8.9759 4.4879 8.797 0.0002
Within Groups 359 183.1547 0.5102
TOTAL 361 192.1306
Null Hypothesis VI
There is no statistically significant difference in the perception of
influence that teachers who work on different grade levels perceive their
principal to have on curriculum issues.
Factor 6 — "Curriculum Issues" refer to the effective¬
ness of the curriculum.
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The total population gave "Curriculvm Issues" a more favorable
response at a 82.0 percent rate (n = 297) and a less favorable response at
a 18.0 percent rate (n = 65). Ihe K-3 grade group had a more favorable
response at a 85.1 percent rate (n = 103) and a less favorable response at
a 14.9 percent rate (n = 18). The 4-5 grade group had a more favorable
response at a 75.6 percent rate (n = 90) and a less favorable response at a
24.4 piercent rate (n = 29). Finally, the 6-7 grade group had a more
favorable response at a 85.2 percent rate (n = 104) and a less favorable
response at a 14.8 percent rate (n = 18).
According to the statistical data in Table Twenty-Seven, the F proba¬
bility (0.0034) is less than .05, therefore the null hypothesis is re¬
jected and there is a significant difference within the total population
with regard to curriculum issues.
TABLE TWENTY-SEVEN







Squares F Ratio F Prob.
Between Groups 2 5.2121 2.6060 5.766 0.0034
Within Groups 359 152.2444 0.4519
TOTAL 361 157.4565
Null Hypothesis VII
There is no statistically significant difference in the perception of
influence that teachers vho work on different grade levels perceive their
principal to have on teaching status.
Factor 7 — "Teaching Status" samples feelings about the
prestige, security, and benefits afforded by teaching.
Several of the items refer to the extent to which the
teacher feels he is an accepted member of the conmunity.
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The total population gave "Teaching Status" a more favorable response
at a 61.9 percent rate (n = 224) and a less favorable response at a 38.1
percent rate (n = 138). The K-3 grade group had a favorable response at a
66.9 percent rate (n = 81) and a less favorable response at a 33.1 percent
rate (n = 40). The 4-5 grade group had a favorable response at a 58.0 per¬
cent rate (n = 69) and a less favorable response at a 42.0 percent rate
(n = 50). Finally, the 6-7 grade group had a more favorable response at a
60.6 percent rate (n = 74) and a less favorable response at a 93.4 percent
rate (n = 48).
According to the statistical data in Table Tvventy-Eight, the F pro¬
bability (0.2645) is greater than .05, therefore the null hypothesis is
accepted and there is not a significant difference vd.thin the total popu¬
lation with regard to teaching status.
TABLE TWENTY-EIGHT







Squares F Ratio F Prob.
Between Groups 2 1.0276 0.5138 1.334 0.2645
Within Groups 359 138.1778 0.3849
TOTAL 361 139.2054
Null Hypothesis VIII
There is no statistically significant difference in the perception of
influence that teachers vto work on different grade levels perceive their
principal to have on ccsmiunity support of education.
Factor 8 — "Ccmnunity Support of Education" deals with
the extent to vdiich the ccmiunity understands and is
willing to support a sound educational program.
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The total population gave "Community Support for Education" a more
favorable response at a 60.5 percent rate (n = 219) and a less favorable
response at a 39.5 percent rate (n = 143). The K-3 grade group had a
favorable response at a 67.8 (n = 82) and a less favorable response at a
32.2 percent rate (n = 39). The 4-5 grade group had a favorable response
at a 58.8 percent rate (n = 70) and a less favorable response at a 41.2
percent rate (n = 49). Finally, the 6-7 grade group had a more favorable
response at a 55.0 percent rate (n = 67) and a less favorable response at
a 45.0 percent rate (n = 55).
According to the statistical data in Table Twenty-Nine, the F pro¬
bability (0.0939) is greater than .05, therefore the null hypothesis is
accepted and there is not a significant difference within the total popu¬
lation with regard to community support for education.
TABLE TWENTY-NINE







Squares F Ratio F Prob.
Between Groups 2 1.7230 0.8615 2.381 0.0939
Within Groups 359 129.9028 0.3618
TOTAL 361 131.6258
Null Hypothesis IX
There is no statistically significant difference in the perception of
influence that teachers vdio work on different grade levels perceive their
principals to have on school facilities and service.
Factor 9 — "School Facilities and Services" pertains to
the adequacy of facilities, supplies and equipment, and
the efficiency of the procedure for obtaining materials
and services.
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The total population gave "School Facilities and Services" a more
favorable response at a 78.7 percent rate (n = 285) and a less favorable
response at a 21.3 percent rate (n = 77). The K-3 grade groi^ had a more
favorable response at a 78.5 percent rate (n = 95) and a less favorable
response at a 21.5 percent rate (n = 26). The 4-5 grade group had a more
favorable response at a 78.2 percent rate (n = 93) and a less favorable
response at a 21.8 percent rate (n = 26). The 6-7 grade group had a more
favorable response at a 79.5 jjercent rate (n = 97) and a less favorable
response at a 20.5 percent rate (n = 25).
According to the statistical data in Table Thirty, the F pro¬
bability (0.0143) is less than .05, therefore the null hypothesis is
rejected and there is a significant difference within the total popula¬
tion with regard to school facilities and services.
TABLE THIRTY







Squares F Ratio F Prob.
Between Groups 2 3.2549 1.6274 4.301 0.0143
Within Groups 359 135.8486 0.3784
TOTAL 361 139.1035
Null Hypothesis X
There is no statistically significant difference in the perception of
influence that teachers vho work on different grade levels perceive their
principals to have on community pressures.
Factor 10 — "CcsTiiiunity Pressures" give special attention
to community expectations with respect to the teacher's
personal standards, his participation in outside school
activities, and his freedom to discuss controversial
issues in the classrocan.
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The total population gave "Ck)niTiunity Pressures" a more favorable
response at a 66.5 percent rate (n = 240) and a less favorable response at
33.5 percent (n = 121). The K-3 grade group had a more favorable response
at a 67.5 percent rate (n = 81) and a less favorable response at 32.5 per¬
cent (n = 39). The 4-5 grade group had a more favorable response at 64.7
percent rate (n = 77) and a less favorable response at 35.3 percent rate
(n = 42). Finally, the 6-7 grade group had a more favorable response at a
67.2 percent rate (n = 82) and a less favorable response at a 32.8 percent
rate (n = 40).
According to the statistical data in Table Thirty-One, the F proba¬
bility (0.2412) is greater than .05, therefore the null hypothesis is
accepted and there is not a significant difference within the total pop¬
ulation with regard to coimunity pressures.
TABLE THIRTY-ONE







Squares F Ratio F Prob.
Between Groups 2 1.3455 0.6728 1.428 0.2412
Within Groups 358 168.6853 0.4712
TOTAL 360 170.0308
Cgnparative Analysis of Median Scores
This section will canpare the median scores in this study with the
median scores computed for tdie Purdue Teacher Opinionnaire (PTO) by
Bentley and Rempel. A statement in the PTO manual presents a mean for
conparison. It was stated:
Early conparison of PTO data secured from elementary,
junior and senior high school facilities revealed only
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slight differences among these faculties. Hov^ver, fur¬
ther investigation made by the Purdue Measurement and
Research Center in 1970 to early 1972 and again in late
1972 through 1974 showed that elementary school faculties
scored consistently hi^er on all PTO factors and on most
pro items than did junior and senior high school faculties.
While there is no assurance that these norm populations
are representative of the population of all teachers for
whom the PTO is appropriate, they are at least representa¬
tive of a sizeable population of users that have wide geo¬
graphical and faculty size distributions.
The elementary teachers population value for the PTO was 412 vMle
the elementary population value for the study was 362. Comparative in¬
formation in Table Thirty-Two is sub-divided into median scores for
both studies and median differences. The median differences were coiputed
by subtracting this study's median scores from the PTO median scores. A
positive value indicates that this population scored above the PTO popu¬
lation vhile a negative value reflects the opposite assunption. This
population scored below the PTO population.
The data revealed that this population scored above the PTO median
scores on the following factors: There are ten factors on the PTO.
Factor Numbers and Statement Ifedian Differences
4. Teacher Salary +0.40
6. Curriculun Issues +0.33
7. Teacher Status +0.06
8. Community Support of Education +0.21
9. School Facilities and Services +0.61
The population in this study scored below the PTO median scores on
the following factors:
Factor Nunbers and Statement Median Differences
1. Teacher Rapport with Principal -0.44
2. Satisfaction with Teaching -0.84
3. Rapport Among Teachers -0.23
5. Teacher Load -0.13
10. Comnunity Pressures -0.35
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TABLE THIRTY-TOO
COMPARISON OF PARTICIPANTS' MEDIAN SCORES WITH








1. Teacher Rapport With Principal 2.33 2.77 -0.44
2. Satisfaction With Teaching 2.61 3.45 -0.84
3. Rapport Among Teachers 2.87 3.10 -0.23
4. Teacher Salary 2.43 2.03 +0.40
5. Teacher Load 2.94 3.07 -0.13
6. Curriculum Issues 2.99 2.66 +0.33
7. Teacher Status 2.71 2.65 +0.06
8. Community Support of Education 2.68 2.47 +0.21
9. School Facilities and Services 2.96 2.35 +0.61
10. Community Pressures 2.80 3.15 -0.35
Summary
Chapter IV is a presentation of charted data. It is divided into
three measurable topics with a written analytical statement followed by
charted data information. These topics are below:
1. Elementary teachers on various Grade Level Perceptions of
Influence Relationships
2. Testing of Hypotteses
3. Comparative analysis of Median Scores
CHAPTER V
Conclusions, Implications and Recommendations
This study examined the affect of influence relations and work
attitudes on the work environment at the elementary school level. Be¬
fore beginning the study, a review of the related literature and re¬
search from several areas pertaining to role, personality and social
behavior was conducted to provide an adequate data foundation for re¬
search. "Morale” is still an imprecise although highly important term.
Some authorities consider morale to be the emotional and mental reac¬
tion of a person to his job. It may be conceived of as a continuous
variable. The level of morale is then determined by the extent to
vdiich the individual’s needs are satisfied, and the extent to vdiich
the individual perceives satisfaction as stenming from the total job
situation. High morale is evident when there is interest in and en¬
thusiasm for the job. What is important in morale is what the person
believes and feels, rather than the conditions that may exist as per¬
ceived by others.
Recently, certain analysts, Ezon G. Cuba and Richard C. Lonsdale,
have been thinking of morale witliin the framework of organizational
theory and problems of "maintaining the organization." In this ap¬
proach, two components are usually involved: (l) perceived pnroduc-
tivity and progress toward the achievement of the tasks of the organi¬
zation (task-achievement) and (2) perceived job satisfaction of individual
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needs through the interaction of the participant in his role vd.thin the
/|/i /i ^
work group and the total organization (needs-satisfaction). ’
Attitude is conceived as an effect related to the successful inter¬
action among individual needs and incentives and organizational goals.
These theoretical considerations support the conceptual definition of
our teacher attitude studies:
"Attitude refers to the professional interest and enthu¬
siasm that a person displays toward the achievement of
individual and group goals in job situation." This defi¬
nition recognizes the satisfaction of both individual and
group needs and their effective harmonization as a basis
for morale. Given a certain task to be accomplished by
the group. "Morale pertains to the factors in the indi¬
viduals' life that brings about a hopeful and energetic
participation on his part so that his efforts enhance the
effectiveness of the group in acccxnplishing the task at
hand."'^^
Many different instruments and devices to measure job satisfaction
have been developed. Some, supposedly, have general application to any
kind of job; others have been prepared appropriate to a particular occu¬
pation, e.g., nursing, railroad work, governmental employment, etc. A
few scales have been developed or designed more specifically to measure
teacher job satisfaction, but they have had limited use since they seem
to have unknown validity and reliability.
Egon G. Guba, "Role, Personality and Social Behavior," Bureau of
Educational Research and Service, The Ohio State University, September,
1958. (Mimeograph)
^^Richard C. Lonsdale, "Maintaining the Organization in Dynamic
Equilibrium," The Sixty-third Yearbook of the National Society for the
Study of Education, Part II, pp. 142-172, University of Qiicago Press,
1963.
^^I. L. Child, "Morale: A Bibliographic Review," Psychological
Bulletin, 1941; 38: 393-400.
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In general, two basic approaches have been used. In the one ap¬
proach, the individual estimates his own morale or job satisfaction.
This was the technique used by Hoppock in his conprehensive study of
47
teachers in 1935.
The other approach consists of asking the individual to make quali¬
tative judgments and eoqjress his feelings about the person and things in
his environment that may be related to his job satisfaction. These re¬
sponses are appropriately weighted and quantified so that a total score
or index can be assigned. It was this approach that was used in the
preparation of this study.
Perceived influence of reference groups was determined by a twenty
item instrument adapted by Goughian from a questionnaire developed by
Homstein, Callahan, Fisch and Benedict for their study of influence
relations and satisfaction in organizations. The instrument used in
this stixiy involved eight major influence relations considered to be
associated with the school environment. They consisted of the perceived
influence of: (1) teachers as a group, (2) principals, (3) supervisors,
(4) superintendent, (5) area superintendents, (6) board of education,
(7) parents, and (8) citizens and interest groups.
Assessment of opinions and attitudes was accomplished through the
use of Bentley and Renpel's Purdue Teacher Opinionnaire. The basic fac¬
tors in the teacher's work environment were measured with this instrument.
These were: teacher rapport with the principal, satisfaction with teach¬
ing, rapport among teachers, teacher salary, teacher load, curriculum
issues, teacher status, conmunity support of education, school facilities
and services, and coimunity pressures.
Hoppock, Job Satisfaction, New York: Harper and Brothers
Publishers, 1935, p. 26.
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Teachers' rating of p)erceived influence of various reference groups
regarding the way the schools are run, as well as data related to their
opinions toward ten factors in their work environment were recorded on
the instrument, also.
After the data from the ten factors of the Purdue Teacher Opinion-
naire were manually scored, they were placed on a Fortran coding form
along with codes for each of the individual teachers. The conplete in¬
fluence data of each of the eight reference groups was placed on the sheet,
l^n completion of the matrix, the data was key-punched on three htndred
sixty-two IBM cards representing each of the teachers in this study.
The Statistical Package for the Social Sciences (SPSS) was selected
as the vehicle for data formation and computation. This package is an
integrated system of computer programs for the analysis of social science
and educational data. SPSS allowed a great deal of flexibility in the
format of the data. It provided the researcher with a comprehensive set
of procedtrre for data transformation and file manipulation and it offered
the researcher a large number of statistical routines used in education
and social sciences. Finally, this package enabled the researcher to
perform his analysis through the use of common-language control state¬
ments and required no programming experience on the part of the user.
To facilitate the examination of data and to provide a statistical
base for analysis, the analysis of variance statistical procedures points
out how much relative similarity or variation exists among the measure in
the distribution; chi-square analysis was used in hypotheses testing in
order to determine the significant difference; frequency distributions
gave a range of measurements v\hich indicated how the population responded
to various items on the inventory; central tendency yielded information
concerning the average of the score (mean), the mid point of the range
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(mediun) and the highest point of the distribution (mode). Finally,
data from all parts of the study were synthesized to arrive at the impli¬
cations of the findings of the study.
The related literature gave salient evidence that teachers bring
to the job a background of training and experience which mold their be¬
havior in the teaching environment. This behavior is heavily influenced
by the behavior of their co-workers, school administrators, school board
members, parents, and people in the comnunity. The relationship and
influence of the above grotps can create satisfaction or dissatisfaction
within the teaching profession. A level of satisfaction can be main¬
tained if teachers are given more influence in the school decision-making
process. Also, the influence of the principal and the way in which he
interacts with teachers under his supervision will determine to a large
degree, the way teachers behave in the school setting.
Findings
This examination of influence relations and work attitudes of ele¬
mentary school teachers by grade level resulted in the following findings:
1. The Influence Relations Questionnaire was used to determine the
degree of influence that teachers, principals, supervisors,
superintendent, area superintendents, board of education members,
parents of children, and citizens and interest groups had on how
the school is run. This influence was measured in terms of
actual influence (have) and suggested influence (should have).
The percentage rate for actual and suggested influences is the
hipest percent score on the 5-7 continuum range which was de¬
fined as a great deal to almost neutral influence. The actual
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percent influence for teachers was 59.9 percent, 90.6 percent
for principals, 53.3 percent for supervisors, 82.5 percent for
the superintendent, 82.3 percent for area superintendents, 59.4
percent for board of education members, 40.9 percent for parents
of children, and 26.3 percent for citizens and interest groups.
Qi the other hand, the suggested percent influence for teachers
was 91.5 percent, 92.8 percent for principals, 46.1 percent for
supervisors, 72.3 percent for the superintendent, 76.3 percent
for area si^rintendents, 57.1 percent for board of education
members, 64.6 percent for parents of children, and 35.3 percent
for citizens and interest groups.
According to chi-square analyses, there were significant dif¬
ferences on actual influence for teachers, principals, sijper-
visors, board of education members, parents of children, and
citizens and interest groups. Nonsignificant differences or
actual influence were ccsrpated for the superintendent and area
superintendents. In terms of suggested influence, there were
significant differences for principals, supervisors, the super¬
intendent, area superintendents, board of education members,
parents of children, and citizens and interest groups. A non¬
significant difference or suggested influence was conputed for
teachers.
2. The perceived actual influence measure that teachers on the various
grade levels scored on the principal in terms of performance on
classroom activities was rated toward a positive influence at a
70.7 percent rate (n = 256) while the suggested influence had a
83.9 percent (n = 304). According to chi-square analysis, there
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were statistically significant difference at the .05 for actual
influence and no statistically significant differences at the
.05 level for suggested influence.
The actual influence that principals have on teachers in terms
of performance on classroom activities had a 88.0 percent rate
(n = 319) while suggested influence had 88.9 percent rate
(n = 322). According to chi-square analyses, there were signi¬
ficant differences for actual and suggested influence.
3. The attitudes and opinions of elenentary teachers were gathered
by using the Purdue Teacher Opinionnaire. The factors on this
inventory were teacher rapport with principal, satisfaction with
teaching, rapport among teachers, teacher salary, teacher load,
curriculum issues, teacher status, community sipport of edxx;a-
tion, school facilities and services, and community pressures.
Each response by the total population was interpreted as either
more favorable or less favorable according to the highest per¬
cent score. Analysis of variance was xjsed to determine whether
or not there are significant differences within the total popu¬
lation.
There were "more favorable" percent responses within the total
population for satisfaction with teaching (55.27o), rapport among
teachers (70.27o), teacher load (77.07o), curriculum issues (82.07o),
teaching status (61.97o), comnunity support of education (60.57o),
school facilities and services (78.77o), and community pressures
(66.57o). On the other hand, there were less favorable percent
respjonses within the total population for teachers rapport with
principal (58.07o) and teacher salary (53.37o).
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The null hypotheses according to analysis of variance were ac¬
cepted for teacher rapport with principal, satisfaction with
teaching, teacher salary, teaching status, ccaimunity support for
education and community pressures and there were no statistically
significant differences within the total teaching population at
the .05 level. Also, the null hypotheses according to analysis
of variance were rejected for rapport among teachers, teacher
load, curriculum issues, and school facilities and services and
there were statistically significant differences within the total
teaching population at the .05 level.
4. The median scores for this elementary population were compared
w/ith the Purdue Teacher Opinionnaire (PTO) norm median scores.
The population in this study scored above the PTO norm median
scores on teacher salary (+0.06), curriculun issues (+0.33),
teacher status (+0.06), comnunity sijpport of education (+0.21),
and school facilities and services (+0.61). This population
scored below the PTO norm median scores on teacher rapport with
principal (-0.44), satisfaction wdth teaching (-0.84), rapport
among teachers (-0.23), teacher load (-0.13), and community
pressures (-0.35).
The research hypotheses were used to answer question one of the study
and they w?ere as follovTs:
Null Hypothesis I
There is no statistically significant difference in the perception
of influence that teachers who work on different grade levels per¬
ceive their principal to have on rapport with teachers.
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Null Hypothesis II
There is no statistically significant difference in the perception
of influence that teachers vdio work on different grade levels per¬
ceive their principal to have on satisfaction with teaching.
Null Hypothesis III
There is no statistically significant difference in the perception
of influence that teachers vdio work on different grade levels per¬
ceive their principal to have among teachers.
Null Hypothesis IV
There is no statistically significant difference in the perception
of influence that teachers who work on different grade levels per¬
ceive their principal to have on teacher salary.
Null Hypothesis V
There is no statistically significant difference in the perception
of influence that teachers who work on different grade levels per¬
ceive their principal to have on teacher load.
Null Hypothesis VI
There is no statistically significant difference in the perception
of influence that teachers who work on different grade levels per¬
ceive their principal to have on curriculum issues.
Null Hypothesis VII
There is no statistically significant difference in the perception
of influence that teachers who work on different grade levels per¬
ceive their principal to have on teaching status.
Null Hypothesis VIII
There is no statistically significant difference in the perception
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of influence that teachers who work on different grade levels per¬
ceive their principal to have on comnunity support of education.
Null Hypothesis IX
There is no statistically significant difference in the perception
of inflxjence that teachers who work on different grade levels per¬
ceive their principal to have on school facilities and services.
Null Hypothesis X
There is no statistically significant difference in the perception
of influence that teachers vho work on different grade levels per¬
ceive their principal to have on coimunity pressures.
Conclusions
The following specific conclusions are based upon data analysis and
findings:
1. The elementary teachers collectively tested ranked actual in¬
fluence differences in reference to the affect on how the school
is run in the following order: (1) principals, (2) superinten¬
dent, (3) area sr^erintendents, (4) teachers, (5) board of
education members, (6) supervisors, (7) parents of children, and
(8) citizens and interest groups.
2. The elementary teacher collectively tested ranked suggested in¬
fluence relationships in reference to the affect on how the
school is run in the following order: (1) principals, (2) teachers,
(3) area superintendents, (4) superintendent, (5) parents of
children, (6) board of education members, (7) supervisors, and
(8) citizens and interest groups. Considering the very positive
reaction toward the principal in all grade levels, it can be
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hypothesized that the best way to an improved school climate is
by improving the operation of the building administrator, for
the teachers collectively perceive him as having more direct
influence on the learning environment. Teachers' perception of
high degrees of cohesiveness, satisfaction, formality, goal
direction, denocracy and material environment in their classroom
group can be suggested as important variables in the ranking of
the principal. This ranking of the building principal first on
actual and suggested influence shows that the building administra¬
tor is the key element in job satisfaction and in the educational
process.
3. There was a 13.2 percent difference between the actual and
suggested influence that teachers have on principals in reference
to performance on classroom activities. A 0.9 percent difference
was reported for the influence principals have on teachers in
reference to performance on classroom activities. The overall
difference between these two influences is 12.3 in favor of
principals.
There was a greater disparity between actual and suggested in¬
fluence of teachers on classroom activities than for principals.
This disparity is perhaps indicative of differences in job de¬
scription and assignment.
4. The ranked order for more favorable response on the PTO factors
is as follows: (1) curriculum issues, (2) school facilities and
services, (3) teacher load, (4) rapport among teachers, (5) com¬
munity pressures, (6) teaching status, (7) conmunity support of
education, and (8) satisfaction with teaching. A less favorable
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response was reported for teacher rapport with principal and
teacher salary.
5. Teachers scored above the PTO norm median scores on five of
these factors and below this norm on five of these factors. The
two highest factors were school facilities and services and
teacher salary. Conversely, the two lowest factors were satis¬
faction with teaching and teacher rapport with principal.
Recommendations
As a result of the research process and findings of the study, the
following recomnendations are made. These recommendations call for pro¬
grammatic initiatives and further research in the area of influence re¬
lations and work attitudes.
The researcher submits the following recommendations vhich are based
upon data analysis, conclusions, and perceptions of the researcher.
1. The school system should seek means to increase the influence
of the various elementary teacher categories. This influence
should not be a cosmetic adventure but rather a real attempt
to increase the effectiveness and efficiency of the total
school operation. A greater voice for these groups should
have a positive effect on the work enviroranent in which it
takes plac^.
2. The performance on classrocsn activities is the main thrust of
any educational group, therefore, the influence of elementary
teachers on classroon activities with the principal and vice
versa must be a shared and mutiial relationship. The outcome
of this relationship should have a positive effect on the learner,
his parent, and the total school ccffimunity. Administrative
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barriers that hinder or impede this relationship must be evalu¬
ated so that corrective actions can be taken. The education of
the elementary student population cannot and must not take place
in a mutually exclusive relationship between teachers and princi¬
pals because it can affect the formation and growth of the ele¬
mentary learner.
3. Elementary principals should delegate more responsibility to their
staff with respect to perceived differences, through interpreta¬
tion by grade levels in order to increase satisfaction with the
teaching profession and job assignment. Board of education mem¬
bers and superintendents should involve teachers more in salary
negotiation for this process shoiHd enhance the above.
4. A pilot program should be established by the staff development
department of the school system with the purpose of identifying
the needs and concerns of elementary teachers and principals.
Workshops should be condxjcted by this department on these needs
and concerns in order to improve the relationship between teach¬
ers and principals.
5. This study should be replicated on a larger sample. The data
from this study give an indication of the attitude that teachers
have toward the various concepts, and a larger san^jle would give
an indication of national attitudes toward attitixie and work
environment.
Implications
Finally, the data from all parts of the stijdy were synthesized to
arrive at the inplication of the findings of the study.
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Ihe study shows that teachers, collectively, are very satisfied with
their work environment in the school where they believe teachers have con¬
siderable influence in effecting how the school functions.
In regard to school environment and working conditions of teachers,
communication of decisions made is a task vdiich should be handled with
expertness by the principal in order for the staff to feel that they are
a part of the organization. Many decisions to be made by the principal
are routine and require only that policies and procedures be well de¬
veloped and v<ell understood. For those decisions which will require sig¬
nificant changes in behavior on the part of clients and staff, more than
rule by administrative fiat is necessary. A rich pool of wisdom exists
in the school building. The effective principal uses a variety of mecha¬
nisms to tap this pool—not because it makes people feel "good" but because
better and more creative decisions and conniitment to implement these de¬
cisions will result. Those principals vdio will be successful in the
educational field will be those with the skills to adapt to a method of
shared responsibility and hunane decision-making.
In regard to data relating to job satisfaction, the perception of
the teacher at the various grade levels has a great deal to do with the
job environment. Many teachers believe that they should be self-directed
and there should not be a manager or someone in charge. One has to ask
the questions: ’’Have schools become trapped by their own teachings? Have
the past attempts to teach creative thinking, 'close the door, do your own
thing syndrome,' question everything and don't trust the authority, changed
vhat was a conservative person to a dissatisfied militant classroom teacher?"
Realizing that the dissatisfied, disgruntled faculty member reduces
the efficiency of the school program administrators are faced with the
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difficult task of diagnosing and prescribing to solve this type of staff
problem. Systems need to study aid find answers to questions such as
the following: Are boards of education employing principals with human
relations skills and mental resources to solve such complex and difficult
problems? Are there staff development programs functioning or in the
planning stages diich can meet the needs of elementary principals and
teachers? Does the administrator feel threaten and is afraid to admit
that he/she needs help in this area?
Elementary schools vary in size and complexity, of course. Similar¬
ly, the role of the principal and organizational and coimmity expecta¬
tions may vary from place to place, but tie functions performed by the
elementary principal are quite similar irrespective of where that prin-
cipalship is located or how large the school is. The principal is ex¬
pected to provide a teaching environment which fosters job satisfaction.
Relationships with parents, peers and community are expected to be of the
highest caliber. These functions can be accomplished successfully with a
total cooperative effort of the school and community. This job which is
crucial to the success of the school system can be performed successfully
by mortals. The necessary human, conceptual, and technical skills can be
learned. Boards of education must realize that money is well spent when
funneled into workshops, etc. . . designed to improve human relations.
No enterprise wall function well, for long, without a conpetent
chief executive with well-defined tasks and responsibilities to be accom¬
plished. Effectively executing the responsibilities of the elementary
administrator will require better deployment of staff, participatory
decision^naking, better utilization of time, and a better understanding
of forces on the various grade levels.
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Another implication from the study is that the teachers perceive the
principal as an educational engineer who is able to deal effectively with
the human side of the educational enterprise vchile at the same time facil¬
itating maximum organizational goal attainnent. "Production orientation"
is crucial to effective building leadership, but a high quality product
will not be obtained over the long haul unless great attention is given
to the needs and aspirations of the people—pupils and staff—vit)o make up
the organization.
There are five functions vhich determine the success of an elementary
school principal: school conmunity relations, staff personnel develop¬
ment, pupil personnel development, educational program development, and
business and building management.
The principal today, must be an effective manager, especially in the
role of school community relation specialist and educational engineer. In
addition, the organization and development of personnel and the delegation
of authority are two indispensable skills a principal must utilize.
The helping power of principals are many. They possess special in¬
formation about the school system, about instructional and management
strategies that can strengthen the teacher's capacity to cope with class¬
room problems. They control access to material and referral resources the
teacher may need. They have the power to decide how the administration
perceives and responds to a teacher's classroom difficulties. Finally,
they have the direct power of decision over the demands they make of and
the responses they give to teachers. Therefore, the perception of the
principal by the teacher is often colored by many diverse elements.
There is a realization that the power and influence of the principal
is of paramount importance. The principal is responsible for the day-to-day
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operations of the school, for keeping the complex web of Interactions un¬
der control, for presenting an image to the community. The principal is





INSTRUCTIONS: This questionnaire deals v/ith 14 major influence relations
as you see them and as you feel they ought to be in your
school and in the district. Circle the number of the re¬
sponse that most nearly reflects your perceptions (a) and
preferences (b) on the 7-point scale under each question.
Be sure to answer both responses.1.In general, how much say or influence do you feel the teachers as a
group in your school:
a) have on how your school is run?
1 2 3 4 5 6 7
little or great deal
no influence of influence
b) should have on how your school is run?
1 2 3 4 5 6 7
little or great deal
no influence of influence2.In general, how much say or influence do you feel the principal
of your school:
a) has on how your school is run?
1 2 3 4 5 6 7
little or great deal
no influence of influence
b) should have on how your school is run?
1 2 3 4 5 6 7
little or great deal
no influence of influence3.In general, how much say or influence do you feel the supervisor
of your school:
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a) has on how your school is run?
1 2 3 4 5 6 7
little or great deal
no influence of influence
b) should have oi how your school is run?
1 2 3 4 5 6 7
little or great deal
no influence of influence
general, how much say or inf licence do you feel the superintendent:
has on how your school is run?
1 2 3 4 5 6 7
little or great deal
no influence of influence
b) should have on how your school is run?
1 2 3 4 5 6 7
little or great deal
no influence of influence
5. In general, how much say or influence do you feel your area super¬
intendent :
a) has on how your school is run?
1 2 3 4 5 6 7
little or great deal
no influence of influence
b) should have on how your school is run?







1036.In general, how much say or influence do you feel the board of educa¬
tion of your district:
a) has on how your school is run?
1 2 3 4 5 6 7
little or great deal
no influence of influence
b) should have on how your school is run?
1 2 3 4 5 6 7
little or great deal
no influence of influence7.In general, how much say or influence do you feel that parents of
children in your school:
a) have on how your school is run?
1 2 3 4 5 6 7
little or great deal
no influence of influence
b) should have on how your school is run?
1 2 3 4 5 6 7
little or great deal
no influence of influence8.In general, how much say or influence do you feel citizens and
interest groups in your school district:
a) have on how your school is run?






b) should have on how your school is run?
1 2 3 4 5 6 7
little or great deal
no influence of influence
9. In general, when it comes to decisions that affect the performance of
their classroom activities:
a) how much influence do the teachers in your school have on the
principal?
1 2 3 4 5 6 7
little or great deal
no influence of influence
b) how much influence should the teachers in your school have on the
principal?
1 2 3 4 5 6 7
little or great deal
no influence of influence
10. In General, vhen it cones to decisions that affect the performance of
their classroon activities:
a) how much influence does the principal of your school have with
teachers in your school?
1 2 3 4 5 6 7
little or great deal
no influence of influence
b) how much influence should the principal of your school have with
teachers in your school?









ANDERSON PARK ELEMENTARY SCHOOL
2050 TIGER FLOWERS DRIVE, N.W.
ATLANTA, GEORGIA 30314
Dear Co-workers:
I am engaged in a study to determine influence relations and work
attitudes of elementary teachers. This is a study of certain groups and
elementary teachers' attitudes toward their work environment. Therefore,
would you take a few minutes to ccarplete and return the attached ques¬
tionnaires to me within four (4) days. Please send in the school mail
to:
Charles C. Fannings
Anderson Park Elementary School
Let me assure you that your identify will never be revealed in re¬
lationship to this study at any time. Please do not sign your name.
This study has been approved by the Atlanta Public School Research
and Evaluation Disivion.




THE PURDUE TEACHER OPINIONNAIRE
Prepared by Ralph R. Bentley and Avemo M. Rempel
This instrunent is designed to provide you the opportunity to express
your opinions about your work as a teacher and various school problems in
your particular school situation. There are no right or wrong responses,
so do not hesitate to mark the statements frankly.
DIRECTIONS FOR RECORDING RESPONSES ON OPINIOmiRE
Read each statement carefully. Then indicate whether you agree,
probably agree, probably disagree, or disagree with each statement. Mark
your answers in the following manner:
If you agree with the statement circle "A" .... (A) PA PD D
If you are somewhat uncertain, but probably
agree with the statement, circle "PA” A (PA) PD D
If you are sonewhat uncertain, but probably
disagree with the statement, circle "PD” A PA (PD) D
If you disagree with the statement,
circle "D” A PA PD (D)
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1. Details, "red tape,” and required reports absorb
too much of my time A PA PD D
2. The work of individual faculty members is appre¬
ciated and commended by our principal A PA PD D
3. Teachers feel free to criticize administrative
policy at faculty meetings called by our
principal A PA PD D
4. The faculty feels that their suggestions per¬
taining to salaries are adequately transmitted
by the administration to the board of education ... A PA PD D
5. Our principal shows favoritism in his relations
with the teachers in our school A PA PD D
6. Teachers in this school are esqjected to do an un¬
reasonable amount of recordkeeping and clerical
work A PA PD D
7. My principal makes a real effort to maintain close
contact with the faculty A PA PD D
8. Caimunity demands upon the teacher's time are
unreasonable . A PA PD D
9. I am satisfied with the policies under vdiich
pay raises are granted A PA PD D
10. My teaching load is greater than that of most
of the other teachers in our school A PA PD D
11. The extra-curricular load of the teachers in
our school is unreasonable A PA PD D
12. Our principal's leadership in faciUty meetings
challenges and stimulates oixr professional growth . . A PA PD D
13. My teaching position gives me the social status
in the conmunity that I desire A PA PD D
14. The number of hours a teacher must work is
unreasonable A PA PD D
15. Teaching enables me to enjoy many of the material
and cultural things I like A PA PD D
16. My school provides me with adequate classrocm
supplies and equipment A PA PD D
17. Our school has a well-balanced curriculun A PA PD D
CkDntinue with item 18 on next page
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18. There is a great deal of griping, arguing,
taking sides, and feuding among our teachers .... A PA PD D
19. Teaching gives me a great deal of personal
satisfaction A PA PD D
20. The curriculum of our school makes reasonable
provision for student individual differences .... A PA PD D
21. The procedures for obtaining materials and
services are well defined and efficient A PA PD D
22. Generally, teachers in our school do not
take advantage of one another A PA PD D
23. The teachers in our school cooperate with each
other to achieve ccmmon, personal and pro¬
fessional objectives A PA PD D
24. Teaching enables me to make my greatest
contributions to society A PA PD D
25. The curriculum of our school is in need of
major revisions A PA PD D
26. I love to teach A PA PD D
27. If I could plan my career again, I would
choose teaching A PA PD D
28. Experienced faculty members accept new
and younger members as colleagues A PA PD D
29. I would recOTmend teaching as an occupation
to students of high scholastic ability A PA PD D
30. If I could earn as much money in another
occupation, I would stop teaching A PA PD D
31. The school schedule places my classes at a
disadvantage A PA PD D
32. Within the limits of financial resources the
school tries to follow a generous policy regarding
fringe benefits, pjrofessional travel, profes¬
sional study, etc A PA PD D
33. My principal makes my work easier and more
pleasant A PA PD D
34. Keeping up professionally is too much of
a burden A PA PD D
Continue with item 35 on next page
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35. Our COTinunity makes its teachers feel as though
they are a real part of the comnunity A PA PD D
36. Salary policies are administered with
fairness and justice A PA PD D
37. Teaching affords me the security I want
in an occupation A PA PD D
38. My school principal understands and recognizes
good teaching procedures A PA PD D
39. Teachers clearly understand the policies
governing salary increases A PA PD D
My classes are used as a "dumping ground"
for problem students A PA PD D
41. The lines and methods of communication between
teachers and the principal in our school are
well developed and maintained A PA PD D
42. Nfy teaching load in this school is
unreasonable A PA PD D
43. My principal shows a real interest in
my department A PA PD D
44. Our principal prcmotes a sense of belonging
among the teachers in our school A PA PD D
45. My heavy teaching load unduly restricts my
nonprofessional activities A PA PD D
46. I find my contacts with students, for the most
part, highly satisfying and rewarding A PA PD D
47. I feel that I am an important part of this
school system A PA PD D
48. The coiTpetency of the teachers in our school
compares favorably with that of teachers in other
schools with v^ich I am familiar A PA PD D
49. My school provides the teachers with adequate
audio-visual aids and projection equipment A PA PD D
50. I feel successful and ccxipetent in ny
present position A PA PD D
51. I enjoy working with student organizations,
clubs, and societies A PA PD D
Continue with item 52 on next page
Ill
52. Our teaching staff is congenial to work with .... A PA PD D
53. My teaching associates are well prepared
for their jobs A PA PD D
54. Our school faculty has a tendency to form
into cliques A PA PD D
55. The teachers in our school work well together .... A PA PD D
56. I am at a disadvantage professionally because
other teachers are better prepared to teach
than I am A PA PD D
57. Our school provides adequate clerical services
for the teachers A PA PD D
58. As far as I know, the other teachers think
I am a good teacher A PA PD D
59. Library facilities and resources are adequate
for the grade or subject area which I teach A PA PD D
60. The "stress and strain" resulting from teaching
makes teaching undesirable for me A PA PD D
61. My principal is concerned with the problems of
the faculty and handles these problems
sympathetically A PA PD D
62. I do not hesitate to discuss any school pro¬
blem with my principal A PA PD D
63. Teaching gives me the prestige I desire A PA PD D
64. My teaching job enables me to provide a satis¬
factory standard of living for my family A PA PD D
65. The salary schedule in our school adequately
recognizes teacher competency A PA PD D
66. Most of the people in this ccminunity understand
and appreciate good education A PA PD D
67. In my judgment, this community is a good place
to raise a family A PA PD D
68. This community respects its teachers and treats
them like professional persons A PA PD D
69. My principal acts as thou^ he is interested
in me and my problems A PA PD D
Continue with item 70 on next page
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70. My school principal supervises rather than
"snoopervises" the teachers in our school A PA PD D
71. It is difficult for teachers to gain acceptance
by the people in this community A PA PD D
72. Teachers' meetings as now conducted by our
principal waste the time and energy of the staff . . A PA PD D
73. My principal has a reasonable understanding of the
problems connected with my teaching assignment ... A PA PD D
74. I feel that my work is judged fairly by
my principal A PA PD D
75. Salaries paid in this school system ccsipare
favorable with salaries in other systems with
\diich I am familiar A PA PD D
76. Most of the actions of students irritate me A PA PD D
77. The cooperativeness of teachers in our school
helps nake my work more enjoyable A PA PD D
78. My students regard me with respect and seem to
have confidence in my professional ability A PA PD D
79. The purposes and objectives of the school cannot
be achieved by the pxresent curriculum A PA PD D
80. The teachers in our school have a desirable
influence on the values and attitudes of their
students A PA PD D
81. This caimunity esqsects its teachers to meet
unreasonable personal standards A PA PD D
82. My students appreciate the help I give them
with their school work A PA PD D
83. To me there is no more challenging work than
teaching A PA PD D
84. Other teachers in our school are appreciative
of my work A PA PD D
85. As a teacher in this ccmmunity, my nonprofessional
activities outside of school are unduly
restricted A PA PD D
86. As a teacher, I think I am as caipetent as most
other teachers A PA PD D
Continue with item 87 on next page
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87. The teachers vd.th vhom I work have high
professional ethics A PA PD D
88. Our school curriculum does a good job of pre¬
paring students to become enlightened and
conpetent citizens A PA PD D
89. I really enjoy working with my students A PA PD D
90. The teachers in our school show a great deal of
initiative and creativity in their teaching
assignments A PA PD D
91. Teachers in our community feel free to discuss
controversial issues in their classes A PA PD D
92. My principal tries to make me feel comfortable
vdien he visits my classes A PA PD D
93. My principal makes effective use of the individual
teachers' capacity and talent A PA PD D
94. The people in this community, generally, have a
sincere and vholehearted interest in the school
system A PA PD D
95. Teachers feel free to go to the principal about
problems of personal and group welfare A PA PD D
96. This community sv;pports ethical procedures re¬
garding the appointment and reappointment of
members of the teaching staff A PA PD D
97. This ccxnmunity is willing to support a good
program of education A PA PD D
98. Our community expects the teachers to partici¬
pate in too many social activities A PA PD D
99. Community pressures prevent me frc«n doing
my best as a teacher A PA PD D100.I am well satisfied with my present teaching
position A PA PD D
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GENERAL INFORMATION
Age (Circle one) 21-30 31-40 41 or over
(Circle) Male Female





1 2 3 4
Years Esqperience (1 - 6) (7 - 13) (14 - 20) (21 or over)
Experience in 1 2 3 4
Present School (1 - 6) (7 - 13) (14 - 20) (21 or over)
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